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ABSTRACT
SEVEN WOMEN COLLEGE PRESIDENTS:
ASPECTS OF SELF AND WORK
SEPTEMBER,
SHARON L. KIPETZ,

1990

B.A., WESTERN NEW ENGLAND COLLEGE

M.ED., UNIVERSITY OF MASSACHUSETTS
Ed.D., UNIVERSITY OF MASSACHUSETTS
Directed by:

Professor Gretchen B. Rossman

The purpose of this study two fold.

First,

it provides rich

descriptive information on how seven women in the position of college
president define and construct their work and secondly,

it gathers

information regarding their perceptions of the power of the
presidency.

This study incorporates a feminist paradigm throughout

the research process.
The research study is a collection of indepth interviews with
seven female college presidents in New England.

The sample was

purposeful rather than random and the women were invited to
participate based on diverse background,
to engage in self-reflective dialogue.

experience,

and a willingness

Participants are from public

and independent two and four year institutions.

The interview guide

was utilized to collect the data and broad generalizations should not
be construed from these data.
Data analysis was approached with the feminist assumption that
women are more likely to integrate the self with work and work with
self.

The approach that I have taken embraces the idea that it is

important to understand not only the restrictive and narrow
definitions that have prescribed roles for both men and women, but
also women's subordinate position and marginal status in society.

vi

The data are organized into two areas,
in the Workplace".

the first being "The Self

This section is designed to give insight into who

the women are, what brought them to the position,
and their dreams for the future.

their aspirations

The second section concentrates on

The Work of the President" and includes leadership and vision,
management styles,

decision making,

and managing the job.

Within both sections of the study a series of common threads
emerge.

The women in the study approach the presidency in a

relational manner grounded in the context of the environment.

The

women grant great value to their relationships with the various
constituencies in their respective institutions.

Thus being

relational rather than hierarchical in their interactions in the
workplace is paramount.
inclusionary,

They view the presidency as expansive and

and bring a collaborative,

position of president.

vii

integrated approach to the
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CHAPTER I
Introduction
Statement of Focus

Higher education administration has a pyramidal
structure and women are clustered at the bottom of the
pyramid.
Women are far more likely to be assistants or
associates than they are to be directors, deans, vice
presidents, or provosts (Kaplan & Tinsley, 1989).
For the past two hundred years women have been actively
participating in various types of work to gain rights and privileges
that are primarily enjoyed by males.
equality is not new.

The struggle for women's

The patriarcal nature of the culture has

reinforced the subordinate position of women and,
enlightened mood of the 1990's,
women think, perceive,
undertaken.

in spite of the

research that involves hpw and why

and speculate on their world still needs to be

The need for such research in the world of higher

education is no exception.
The number of women college presidents doubled between 1975 and
1985 and it is at the present estimated to be approximately 300.

On

the surface this appears to be a positive direction for higher
education.

However,

a closer look reveals that only ten women became

college presidents between 1984 and 1988 (Mooney,
Tinsley,

1989).

1988; Kaplin &

Thus, while the late seventies and early eighties saw

an increase in the number,

as we enter the ninties, we are not seeing

a similar pattern.
A study completed by the American Council on Education developed a
statistical profile of the American college president (1988).
profile projects an individual likely to be:
years old"

(Mooney,

1988,

responded to the survey,

p. A15).

"white, male,

That

and 53

Of the 2,105 colleges that

10 percent of the presidents were women.
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In

looking more closely at the 10 percent women presidents,

it was found

that 40 percent were presidents of women's colleges and 30 percent
were members of a religious order (Mooney,

1988).

The academic background of the college president was similar for
both men and women with 55.9 percent holding a Ph.D.,
Ed.D.,

and 2.0 percent a Masters degree.

skills,

career path,

22.2 percent an

The study indicated that the

educational training and qualifications for the

college president are similar for men and women.

The national profile

further suggested that the typical woman college president did not
differ significantly from her male counterpart in background or career
path.

But I think she does and in many subtle ways that should be

considered significant.
I became more curious and began to explore the world of the female
college president.

What is the experience like for her?

her reflections regarding the presidency?
power of the presidency?

What were

How did she perceive the

Did she feel isolated alone and

individualistic as her male counterparts reported?
As I began to review the literature on college presidents it
became Increasingly clear that perceptions of women were infrequent.
I found two possible reasons for this.

First, much of the information

on the college president comes from memoirs,

letters, essays, and

speeches from former presidents and the majority of former presidents
are men.

Secondly,

the manner in which women perceive and view the

world is not always reflected in the mainstream literature.

I then

began to look to feminist literature for a foundation in which I would
frame my study.
My foundation came to include the idea that women have a unique
way of being.

This unique way of being has been called women's

culture (Kimball,

1981;

Spender, 1985; French, 1985; Kipetz,
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1988;

Stoltenberg,

1989).

The way of being for women is different than

being male and while not necessarily better it does bring a different
perspective or way of looking at the world.
that I wanted to capture with my research.

It is this perspective
It was the view of the

presidency perceived by women that I was interested in exploring.
I decided that I would ground my study in a feminist perspective
or a feminist world view.

The feminist world view includes an

assumption that Western civilization functions in a system of
patriarchy (Spender,
Patr^arc^ia^- system,

1985;

French,

the values,

current social structures.

1985;

Scott,

Within the

ideas and concepts of men dominate the

The values,

ideas, and concepts brought

forward by women have often been dismissed,
suppressed.

1985).

invalidated, or

The ideas were considered inferior and the women who

brought them forward were considered deviant or sick.

The world of

higher education was no exception and the views of women did not have
a strong history.
The institution of higher education was originally established in
the United States to educate young men.
established to train divines,

In 1643, Harvard College was

schoolmasters,

and law makers.

Higher

educational experiences for women were extremely limited and the first
women's college did not open until 1839 (Rudolph,

1962).

Although women have had educational opportunities for over one
hundred years,

they are not occupying the top level positions in the

field of education.

Donna L.

Shavlik (as quoted in Mooney,

director of the American Council on Education (A.C.E.),

1984),

the

suggests that

a combination of factors have contributed to the lack of women
assuming leadership positions in education.
that these include:

Shavlik (1988) states

(1) a perception that women are unable and

unsuitable to take on leadership roles;
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(2) the failure of appropriate

governance boards to view women as viable candidates;

and,

(3) a

reluctance on the part of women to enter into the male-dominated areas
of current leadership in education.

Women continue to remain

clustered in low and mid-level management positions in higher
education.
This information pose many questions.
in higher education?

Why are the numbers so low

For the limited number of women who are in that

position, what is their perception of their experiences?

Do women

feel supported and encouraged to work toward the position of college
president?

Are the skills, career path, educational training and

qualifications actually the same for men and women?
Thirty-eight years ago Simone de Beauvoir stated "humanity is male
and man defines woman not in herself but as relative to him,
not regarded as an autonomous being"

(1952, p. xvi).

changed in the subsequent thirty-eight years.

she is

This has not

Women's experiences are

considered to be the same or similar to those of men and when
discussed,

thought and theorized about,

they are frequently done so in

relation to the norms and experiences of men.

As a consequence,

the

norms and social constructs that currently are adhered to do not
reflect the experiences of women.
Therefore,

It becomes increasingly important to record and study

the views and ideas of women.

Keeping in mind that there is not

always a large disjuncture between the male and female experience,

if

the perceptions and ideas of women are not studied and recorded, the
gap that currently exists regarding the experiences of women will
indeed continue to widen.
One aspect of the college presidency that cannot be overlooked is
the idea of the power that is connected to the office of the

president.

How do these women view power?

What is their experience?

How do they define the power of the presidency?
Unfortunately,

the tradition of exclusion of women in research and

theories of power is no exception.
on power; however,

the participants in these studies have

traditionally been male.

The primary research base regarding power

comes from a male interpretation.
prevailing theories of power.
are not studied,

There is an extensive literature

This is especially true of the more

If the perceptions and ideas of women

it becomes evident that women must constantly adapt

to male standards.

The idea that male activity is the model that

women should aspire to is expanded by Marshall (1984)

in her work on

women and management.
Theories of power also have a tradition of excluding women.
Exchange theory,

one of the most popular methods of analyzing power in

western capitalist societies (Blau,

1964; Hartstock,

heavily on the competitive marketplace,
historical tradition of excluding women.

1983), relies

an area which has an
The structural-functionalist

or consensus theory states that inequalities are essential to social
order (Muth,

1984) and that power implicitly contains an element of

force (Dahrendorf,

1959,

as cited in Burrell and Morgan,

1979).

therefore are occupying an essential place in being subordinate.
power is defined from an organizational perspective (Pfeffer,

Women
When

1981),

once again the workplace outside the home is utilized.
The theoretical models mentioned above are only a small portion of
the literature on power; however,

they are reflective of the broader

literature which excludes women's experiences and perceptions.

Is the

experience the same for women who occupy positions of power in this
country?

How do these women make sense of their work?
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Women have developed organizations and groups that have been
instrumental in providing support and mentoring for women in the field
of higher education.

One of these groups,

the American Association of

University Women, was founded in 1882 and since that date has been
dedicated to the elimination of sex discrimination (Howard,

1986).

The beginnings of professional associations for women in education
have a history of approximately 100 years and in spite of the years of
access and support for women,

the question regarding the slow and

limited mobility of women in higher education keeps resurfacing.

The

numbers of women in senior level positions in higher education remains
small and,

for the very few women who have attained the office of

presidency,

there is a need to understand and document these women's

personal and professional experience from their own perspectives.
This type of documentation can begin to explore and define the women
administrator and president from a perspective that is limited in the
literature.

The addition of this type of documentation has the

potential to bring to light another point of view of the presidency
and the experience of the female administrator.

Significance of the Study

This study documents the perceptions of seven women in the position
of president in /higher educational institutions.

The position of

president was selected because it is historically considered to be a
position of significant power.

The term president is defined as: "the

chief officer of a company, college,
p.

614).

society or club"

(Barnhart, 1958,

The term is universally understood across disciplines.

The

president is considered to be the chief executive position in higher
educational institutions.
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This study has significant®.for a variety of populations.
practitioner,

For the

this information is helpful in attempting to understand

why less than 10 percent of ther^ollege presidents are women.
Currently,

the women administrators who become middle and senior

managers tend to be clustered in programs that focus on women,
minorities,

or special populations (Tinsley,

Mauksch 1988; Kaplan & Tinsleyl,

1986;

Statham, Miller &

1989). These programs are considered

by some to be extraneous and are often viewed as expendable
appendanges of the college,

thus sharing the same marginal status as

the women who manage these programs.
The overwhelming majority of college presidencies are filled by
white men.

"The image of who shall occupy the chief executive office

is clearly still a traditional one"

(Green,

1988, p.

29).

Creating

avenues that can lead to clearer understanding of the experience of
the women presidents may be helpful in developing strategies to change
the image of who should be a college president.

Sensitivity to the

experiences of the women college presidents may also be helpful to
practitioners in designing and implementing effective strategies for
the recruitment, nomination and selection processes in presidential
searches.
In a more general sense research that documents the experiences of
women in top management positions can offer rich descriptive data on
their perceptions to practioners.

Both men and women currently

working in the field of education,

and more specifically in higher

education, will be able to gain insight into the experiences of the
female college president.

The richness of the comments and

reflections of the women participating in this study are insightful in
understanding what has hindered and helped women achieve these
positions.

The design of the data collection was specifically
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targeted to get a clear understanding of how these women perceive and
experience the presidency.
The information gathered from this study will provide a snap-shot
view of what the college presidency has meant to the participating
women.

It is hoped that the narratives gathered and presented in this

study will encourage and provide information that will assist women;
who have aspirations to become college presidents^ to achieve those
goals.

Statement of Purpose

The purpose of this study is twofold.

First,

experiences of women college presidents and,

it records the

secondly,

it gathers

information regarding the concept of power from a female perspective.
Attention is given to the emergence of common themes, points of
agreement and similarities.

How the women define their work,

definition to their experience,
discussed.

give

and articulate and create a voice are

This study also adds to the current information and

knowledge on the subject of college presidents by offering rich
descriptive information on a group which has been neglected in the
more traditional research.
It is my belief that women articulate a variety of components
regarding both the college presidency and the theme o£ power that are
different and distinct from the traditional literature.

Bardwick

(1980) has cautioned that although men and women may act alike, the
motivations surrounding the action may be vastly different.
In the initial stages of exploring the research and literature on
the perceptions of college presidents,

it became increasingly clear

that a qualitative method of inquiry would be the most appropriate
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methodology for this study.

The history and tradition of qualitative

research strategies have been derived from the ethnographic and field
study traditions in anthropology and sociology.

This tradition has

enabled researchers to utilize a method that provides a unique
opportunity to synthesize and explore the complexity of life.
Qualitative methodologies provide a framework in which depth can
emerge from direct quotations and description.

The data are well

grounded and offer explanation of human interaction in local contexts.
More importantly,

qualitative methodologies assume that the

perspective of those being studied can be made explicit.
Qualitative methodology brings into central focus
the points of view of those being studied and their
active participation in constructing worlds that
are sometimes quite different from the worlds they
are thought to live in by those in power. (Miller,
Mauksch, & Statham, 1988, p. 311).

The Design of the Study

This study consists of seven parallel case studies of women
college presidents.

The participants were selected from a sample of

women college presidents in New Engalnd.

The sample was purposeful

and selected women to bring the widest representation possible.

Data

were collected by the use of an interview guide.
The study utilizes a qualitative approach to describe and explore
the self-perceptions of women in executive positions regarding their
constructs and definitions of the presidency.

It was important to use

a methodology that would give a detailed descriptions of the women's
experience.

Patton (1980) states:

9

Qualitative data consist of detailed descriptions
of situations, events, people, interactions, and
observed behaviors; direct quotations from people
about their experiences attitudes, beliefs, and
thoughts; and excerpts or entire passages from
documents, correspondence, records, and case
histories. (Patton, 1980, p. 21)
This study was designed to open another window in the world of
college presidents.

It is intended that the experience of the seven

women who participated in this study become explicit to others.
experience is unique,

it offers their explanations,

their perceptions of the reality of their work.

Their

their visions,

and

I think that their

visions and reality are different from the ones most often recorded
because the experience of the college president has traditionally been
reported from the white male experience.
Women bring many valuable characteristics and
capacities to leadership from their past
acculturation.
For example, women typically have a
heightened perception, pejoratively called women's
intuition, a keen ability to interpret both verbal
and nonverbal communication, an acquired attention
to detail, and a highly developed concern for
others. (Kaye & Scheele, 1975, p. 84)
Therefore,

it is

important that the experience of the college

presidency be described,

recorded,

perspectives which includes women.

and analyzed from a variety of
Qualitative methods gave me a way

in which I could find out how these seven women conceptualize various
aspects of their worlds.
The task for the qualitative methodologist is to
provide a framework within which people can respond
in a way tho^represents accurately and thorough y
their points of view about the world or that part
of the world about which they are talking. (Patton,
1980, p.

28)

The qualitative interview by its design enabled me
questions for the purpose of exploration and discovery
not have obtained by observation or survey.

I decided

interview guide because it makes extremely good use of
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to ask
that I could
to use the
the time that

is available and allows for an opportunity to explore and build on
conversation in various areas as Patton (1980) states:
This guideline provides a framework in which the
interviewer would develop questions, sequence those
questions and make decisions about which information to
pursue in greater depth, (p. 201)
The interview situation created a forum in which I was able to
participate in an interactive process that encouraged dialogue between
myself and the women.

The interactive component of the interview

guide pressed me to react,

listen, and question to obtain data.

Specific topics were structured to served as guide or checklist during
f
the interview and a set of questions was developed to ensure that all
topics were covered.

On the other hand,

the interview guide generated

the degree of flexibility I needed to support the goal of discovery in
my s tudy.

Organization

This dissertation is divided into five chapters;
provides an introduction and an overview to the study.

the first
The second

chapter contains the theoretical perspective and recent related
literature.

The third chapter is intended to provide the reader with

an opportunity to understand the way in which I approached the study.
It is divided into four parts which begin with an overview of the
qualitative research methods used in the study.

The chapter is

intended to pay careful attention to the role of the researcher during
the study and how that role affects not only the design but also the
outcome of the study.

The last section of chapter three contains the

process and procedures on how data were analysed.
contains a presentation of the data.

11

Chapter four

The interviews of the seven

women have been analyzed and are divided into two major parts.
first is the Self in the Workplace;
President.

The

the second is the Work of the

This division organizes the data in a way that is

meaningful and rich in detail.

Chapter five contains a summary and

conclusions.

12

CHAPTER II
WOMEN AND WORK:

THEORETICAL

PERSPECTIVE AND RELATED LITERATURE
Introduction
This study documents the perceptions of seven women in the position of
college president.

The purpose of the study is twofold:

in addition to

recording the experiences of the women as college presidents,

it also

gathers information regarding their perceptions of the concept of power.
This chapter is designed to provide the conceptual framework which supports
and contains the study.

It consists of a series of representational

reviews of selected literature.
Unlike many studies that consist of a singular review of the
literature,

this chapter contains a representational review of literature

in three areas:
world;

1)

and 3) power.

of the study.

college presidents;

2) the outsider in the public

These three areas represent the conceptual foundation

The reviews are intended to share the literature which

shaped this study.

They provide the conceptual perspective that I used to

make decisions regarding the study.

They are not exhaustive but more

representational of the literature that exists.
The three areas are first explored in an independent fashion and then
woven into a singular framework.

It is critical that the three reviews

become interwoven because, when combined,

they form the underlying

theoretical base which ties all sections of the study together.

It is from

this beginning that I start to explore the common strands of the seven
women.

13

The College President

History

The creation of the office the college president is peculiar to the
American experience in higher education.

It was the intent of the founders

of Harvard to replicate the English tradition of resident-faculty
controlled college.

The premise of the faculty-resident model is that the

college develops and evolves on its own via a process
students come together and establish a college.
college begins

The formation of the

informally when the mutal desire of the student and teacher

to explore and seek knowledge.

This

informal setting eventually becomes

transformed into an established location,
college.

in which faculty and

schedule of classes and a formal

Insufficient resources and the lack of local scholars made it

impossible for the college to evolve in this way.
individuals,

who later became known as the

establishing a college.
Harvard College in 1636.

However,

'founders’,

a group of

remained committed to

They recruited available scholars and established
These founders then developed into a lay board of

overseers who ran the college;

the faculty were then able to assume the

traditional English faculty role and focus primarily on scholarly work and
teaching.
the

Four years after the founding of Harvard,

first college president in the United States

Henry Dunster, became

(Rudolph,

1962;

Ferrari,

1970).
Information on the early presidencies is found primarily in
manuscripts,

essays,

and memoires of college presidents.

The leadership

style of the colonial president is presented as "rather autocratic and
often despotic in his leadership style,

as patriarch as well as chief

administrator in his purpose"

1970 p.

(Ferrari,

desired in a college president included:
2)

ability to speau well in public;

and 3)

14

9).

The qualification

D being a member of the clergy;
the ability to raise money.

The early president was generally a member of the clergy and
frequently attended to the college
parish.

He assumed duties

in the same manner he would respond to a

intertwined between governing boards,

faculty

and paternal responsibilities to the students and he was concerned with
teaching and the development of student character.
No class passes through my hands which does not
contain more or less young men who are on the eve
of ruin from wayward natures, bad habits, or
hereditary tendencies to evil.
These men must be
watched, borne with, and if possible saved to the
world and to their families... This work must
mainly be done by the president... (Anderson, 1868,
as cited in Rudloph, 1962, p. 170)
The last half of the nineteenth century reflects a turning point
for American colleges and the leadership of the president.

There was

a steady move away from the religious emphasis in the curriculum and
the college grew from a simple to a complex academic organization.
The philosophy of education for few changed to an emphasis on
education for all with the passing of the Morrill Land-Grant Act in
1862.

The clergy was no longer looked to to supply college

presidents.

New presidents began to come from the faculty and the

private sector

(Rudolph,

1962;

Ferrari,

1970).

The twentieth century brought about even more changes

in the

American College and the president needed to be ready to face these
challenges.

New sources of financial support were tapped and alumni

were cultivated as donors.

State governments began to appropriate

dollars and the rise of the

industrial era created many wealthy

families willing to make donations

to colleges

(Heller,

1983).

As higher education institutions became more diverse,

the academic

college president needed to be able to deal with multi-faceted
relationships with other institutions:
alumni,

students,

and faculty.

the public,

the government,

The function of the president was seen
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by some as providing 'educational leadership' whereas others
emphasized the "need for a skilled and competent administrator in
handling the complex institution"

(Ferrari,

1970, p.

13).

The

president was still considered to be an integral piece of the
institution.
Without a president the organization, depending on
other factors as well, could for a time get along
reasonably well, but on the president depended the
degree to which the institution transcended the
grip of organization and found expression in some
vibrant, living purpose. (Rudloph, 1962, p. 423)
As we move into the end of the twentieth century, higher education
is facing new challenges.

Declining enrollment of the traditional

college age student as well as changing student clientele are
demanding that the American college respond quickly to needs of new
populations.

The onset of the knowledge-based society has placed the

American college in the position of being able to provide the
community with training,
effectively.

information,

and skills needed to function

Heller (1983) states:

Higher education in the United States has entered a
revolutionary period, one in which not only the
finances and the number of students are changing
sharply but also the composition of the entire
clientele, the kinds of courses and programs wanted
and schedules for them, the degree of
competitiveness among colleges, the technology
needed on campus, the nature of the faculty, and
the growing extent of external control and
regulation, (p. 25, 26)
What is the role of the president in the 1990's?

Claire Gaudiani

(1988) president of Connecticut College in an interview for
Connecticut,

states that she is not there to 'administer'

Her purpose is to lead.
for the institution.

or 'manage'.

As the leader of the college she has a vision

She recognizes however,

the need for others to

also have a vision for the institution and thus provides opportunities
for their views to be expressed.
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Unlike other leadership positions the college presidency has a
variety of components not found elsewhere.
Albertus Magnus College

(1988)

Julie McNamara,

from

presents it:

No other administrative post quite compares to it;
no other administrator must be as concerned with
the entire life and breadth of the institution,
must be so adroit at dealing with and satisfying
the people with a stake in the institution's
wellbeing - the consituency, if you will.
(Schlosberg, 1988, p. Ill)
Is

it the breadth of the presidency that separates the college

president from the managers of the world?
officers

in colleges are leaders,

determine
goals.

The chief executive

who need to possess the ability to

the vision for the institution,

define purpose and set

The absence of a clearly defined bottom line keeps the world

of academe removed from operational components of the world of
business.

The ambiquity of the higher educational institution forces

the college president to become a leader if she wishes to succeed.

The College President as Leader

Managers are people who do things right and leaders
are people who do the right thing. (Bennis and
Nanus, 1985 as cited in Roueche et al., 1988, p.
49)

Theories on organizational leadership research can be grouped into
five major categories
consistent.

that are neither mutually exclusive or

The fluid boundaries of these categories reflect subtle

nuances of leadership.

Trait theories subscribe to the idea that

there are special characteristics that help a person function
effectively as a leader.
followers

The way a leader exercises power over

is unraveled in the power and influence theories.

These

theories will be discussed in greater detail in the power section of
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the chapter.

Behavioral theories examine what a leader does.

fourth category,

contingencies theory,

The

emphasize the situational

factors and outside environments that aid in understanding effective
leadership.

Symbolic theories,

the last category,

defines leadership

as attaching meaning and social constructs to activities.
help

individuals make sense of complex situations

The symbols

(Birnbaum,

1989).

During my interviews with the college presidents I was able to
see the fluid boundaries that Birnbaum (1989)
women I

speaks about.

The seven

spoke with discussed how important the context that surrounded

a situation was and how that influenced their leadership style.

They

clearly adapted leadership style utilizing all five of the frames when
necessary.
In a study conducted with 32 college presidents Birnbaum (1989)
found that

Presidents of four-year colleges,

were more likely

(ten of sixteen)

power/influence terms
community colleges

both public and private,

to define leadership in

than were presidents of universities or

(five of sixteen)"

(p.

130).

His work concluded

that the perception of the college president is that leadership is a
process of influence.

The method in which an individual decides to

influence a situation can take many shapes.

It was my intent during

my conversations with the presidents that I would come to understand
their notions of influence are.
In a national study to

identify the best transformational leaders

in the population of community college presidents,
Rose

(1988)

looked to

Roueche,

identify the educational leaders who are able to

"envision and nurture change toward access and excellence"
al.,

1988 p.

followers

48).

This study defines

to act for certain goals

motivation -

Baker and

the wants and needs,

leadership as

(Rouech et

"leaders inducing

that represent the values and the
the aspirations and expectation - of
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both leaders and followers"

(p. 49).

Transformational leadership

occurs "when one or more persons engage with others in such a way that
leaders and followers raise one another to higher levels of motivation
and morality"

(p. 49).

The leader needs not only to be creative but also to have the
ability to envision and design new ideas from old ideas.

The ability

to communicate the vision to others who than can commit and begin to
develop the idea is essential.

While major changes are occuring,

the

transformational leader should be attentive to the demands of the
individual and the organization.

The president attempts to turn

followers into leaders to achieve academic excellence and implement
her vision.

The president works to empower others to transform the

new vision into a working model.

It is through other people that the

vision becomes embedded in the fabric of the institution.

The

effective leader will accomplish this.
If what we have discovered through our research is
true, some presidents have not been able or have
not felt the need to empower others.
It seems to
us that these presidents have missed the
opportunity to accomplish the most important task
of all - to develop potential leaders in sufficient
numbers to allow for in-depth influence throughout
the college. (Roueche, Baker, Rose, 1988, p.49)
The process of effectively making changes in the organization can
include years of hard work and the on-going building of a level of
trust that is needed in order to transform a new vision into reality
(Roueche et al. ,
dream,

create,

1988)

The president is in the unique position to

and develop all aspects of the transformation.

One way in which the president communicates her vision for the
college is through the use of symbols.

"Symbolism both defines

leadership and is defined by the organization in which the leader
resides"

(Tierney,

1989,

p.

156).

The symbols and likewise the
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language and metaphors which a president chooses are representative o£
the ways she views the institution.

There needs to be a congruence of

meaning that occurs between the two.

For example, a president may

choose to be accessible to staff by walking around the campus and
speaking informally to the staff.

However,

the staff may view this

behavior as watching or checking on their work.
remember that:

"All acts within an organization are open to

interpretation.
not do or say)

Virtually everything a leaders does or say (or does
is capable of symbolic intent or interpretation"

1989, p.

(Tierney,

The president must

165).

The college president needs to be aware and

in tune with the culture of the institution in order to have her
symbols reflect and assist her direction for the college.
Likewise,

the ability to view a situation from more than one

dimension or lens is important.

In a discussion on the "Implications

of Women's Ways of Knowing for Women's Leadership" Tarule (1990)
stressed the ability of women leaders to respond and draw conclusions
based on five different perspectives to understanding and receiving
knowledge.

Women leaders possess skills that allow them to shift

their view from one perspective to another gracefully.
Using a different lens (Bensimon,

1989) stresses the value of the

a leader being able to view situations from more than one dimension.
"Managers who can use multiple lenses will likely be more effective
than one who deals with problems from a single perspective"
1989,

p.

108).

Bensimon (1989)

(Bensimon,

interviewed 32 college and university

presidents to see if they had a singular or multiple viewpoint in
their description of good leadership.

She utilized four frames as

conceptual maps for understanding effective leadership.

She coded her

interviews to reflect specific keys words that describe each frame.
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The first frame is bureaucratic and views organization as closed
systems with clearly defined hierarchies and goals.

Leaders have the

power to analyze situations, make decisions and implement solutions.
The president who operates from this frame sees herself as getting
results, planning, and establishing systems.
The second frame views the organization as a collectivity and the
primary resource is its members.

This frame is called collegial and

views the organization as having a shared value system.
arrived at through consensus.

Goals are

The collegial frame places an emphasis

on helping the individual develop and on participatory decision
making.

The president in this frame would emphasize interpersonal

skills, motivating others,

democratic decision making,

and putting the

interest of the institution first.
The political frame has conflict as a central feature and assumes
that both formal and informal groups within the organization seek to
obtain power to control the institution.

The president is a mediator

or negotiator and must be sensitive to internal and external interest
groups.
The last frame discussed by Bensimon (1989)
frame.

is the symbolic

In this frame organizations are viewed as cultural systems.

Presidents who view themselves in this frame act as facilitators and
guide in the ongoing processes of the institution.

They shape and

mold the institution more than lead.
Bensimon (1989)
frame,

found that 13 presidents operated from a single

11 from a double,

7 from a triple and one from all four.

The

results suggest that more than half of the college presidents
participating described their views of leadership in more than one
frame.

The multi-frame leadership approach recognizes the

interactions that exist between frames.
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Bensimone concluded that:

Leaders who incorporate elements of several frames
Likely ^ have more flexible responses to
differemt administrative tasks because they have
different images of the organization and can
1989rPpetlll)ntS in 3 Variety of ways-

(Bensimone

The ability to interpret events from a variety of angles promotes
the potential for greater understanding and possible change.

The

Bensimone study supports my idea that the presidency is an interactive
process.

It is unfortunate that her study did not break the result

down in relation to gender.

I would speculate that women would tend

to use multiple lenses.
The leadership style of the president is determined long before
she takes the position.

Is there a career path for women seeking

senior level administrative positions?

The next section of this

review will discuss the career path of women administrators.

Career Paths

Sandra Mark (1981)

felt the best career path to becoming a college

president was to first become a Roman Catholic nun since 75 percent of
the colleges run by women in 1978 were church-related private
colleges.

"Women presidents who are neither heads of women's colleges

nor Catholic colleges are still an administrative rarity"
as quoted in Schlolsberg,

1988, p.

109).

the American Council on Education (1988) ,

(Greenwood

In a more recent study by
200 colleges with women

presidents participated and 30 percent of these women were members of
a religious order.
Donahue

(1981) conducted a study of 44 women in four-year

coeducational,

state supported institutions.

Her results indicate

that career paths taken by women to reach their administrative
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positions varied.

She found one generic stage "college attendance

during their late teens and/or early 20's"

(p.4).

The American

Council of Education (1988) sampled college presidents in 2,105
institutions.

That study determined that "the typical woman college

president did not differ significantly from her male counterpart in
background or career path"

(p.23).

I would disagree with this;

although the differences may be not be significant,
important.

I think they are

The following work supports this idea.

An analysis of a search conducted for the position of president at
a small women's college highlights some of the barriers that occur for
women attempting to obtain the position of president.

Bartlett (1978)

reviewed the credentials of 38 women and 47 men applying for the
position of college president.
followed two career tracks.

She determined that the men basically

She refers to them as Path I and Path II.

Path I begins on the academic side of the institution with a faculty
position and continues with a linear progression in academic
administration to a presidency.
subjects followed this path.
by men,

In her study 48 percent of her male

Career Path II, also followed primarily

occurred in the non-faculty administration area.

upward progression in administration.

There was a

Many of these men were

currently in the position of Assistant to the President at small
colleges.

Bartlett (1978) reported this to be true for 42 percent of

her subjects.
The career paths of the women were varied and few reflected paths
I or II.

Bartlett (1978) however, was able to summarized the women's

paths into two major routes.
college teaching.

Both Career Path III and IV involved

In Career Path III there was collateral advancement

in the academic area and a shift into top administrative level at a
different institution with time out between positions.
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Although there

was more of an upward progression in Path IV,

the movement from one

institution to another was of concern to the search committee.
In the presidential search she analyzed, one female candidate was
also a college president at another institution.

This woman became

the standard for the female candidates.

this standard was

not used for the male candidates.

However,

The original criterion for all

candidates was not used for the female candidates;
the women became the criteria.

Bartlett (1978)

the background of

concluded:

1.

Tendency to compare women with women and
men with men obscures the obligations to
match candidates against requirements of
the president;

2.

Men's vitae establish the patterns and
women's vitae appear deviant; and

3.

The presupposition that to have performed a
function indicates having performed it well
operates in favor of male candidates
because male credentials become standard.
(P•38)

The credentials and experience of women have been used to explain
the low number of women in senior level positions, however these do
not address socialization,

occupational sterotyping and "traditional

values of higher education that tend to work to the disadvantage of
females"

(Ironsides,

1981, p.

3).

The more recent work of Ironsides (1981) , Marshall (1984),
(1987) ,

Simone

and Aisenberg & Harrington (1988) discuss similar situations

for women in academe.

Bartlett (1978) suggests that search committees

should look for evidence of 'doing'

rather than 'being', and should

design and write job descriptions in terms of competencies rather than
positions held.
Another point of view regarding search committees reports that
"while search committees supported the candidacies of minorities and
women,

administrators frequently did not follow though with
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appointment"

(Fulton,

1986, p.

84).

The study contained responses

from the chairpersons of 180 search committees for chairpersons and
academic deans advertised in "The Chronicle of Higher Education".
Fulton (1986) concluded that Affirmative Action required that
institutions consider women and minorities, but this had not resulted
in increased hiring.

The two major obstacles for women and minorities

are the limited pool of candidates and administrators'

failure to

appoint.
The idea of a "fit" between the president and the institution is
considered important.

Thus, experience in a similar kind of

institution is considered sound preparation for a president.
addition,

In

academic credentials should be "appropriate" to the

institution,

the Ph.D.

for the doctorate-granting institution,

for the community college.

Ed.D.

Women currently represent a different than

possibility, which may serve as one explanation of why the tradition
of men as chief executive officers in higher education seems to
continue

(Green,

1988).

The women who become college presidents may be similar in many
outward ways:
experience,

she holds a terminal degree, has academic teaching

and is in her fifties.

It may be plausible that she

followed the same path to the presidency as her male counterparts.
Although the path may be considered to be similiar her experiences may
not be.

The woman college president represents less than 10 percent

of all presidents.

The next section explores the idea that she

occupies a unique position of being an outsider in an environment that
has traditionally welcomed insiders.
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Outsiders

Is the experience of the women college president the same as the
experience of the male college president?
shaped that experience?
patterns that emerge?

Has our history and culture

What are the assumptions that surround the
In order to unravel these questions,

I found it

important to explore and understand how or why distinct patterns in
society come into existence and are perpetuated.
History does not just happen;
record.

it is created by an oral or written

There is a recording of events by individuals that will be

interpreted and will give significance to the period of time they
represent.

The creation of history accompanies and gives definition

to a culture.

When one examines who was recording past events,

it can

be seen that it consisted of royal servants, clerks, university
trained intellectuals,
Spender,

1981).

and priests (French,

1986;

The events selected and their ascribed significance

were based on the record keepers'
male.

1985; Lerner,

experience, which was predominately

The events and the perceptions recorded that have become our

written history represent the perceptions of predominately one portion
of the population.

This history has shaped and continues to shape our

expectations of ourselves,

others,

and our institutions.

The development of the social sciences is no exception.
example,

For

in psychology there has been much research completed on sex

differences.

The norm, however,

behavior to white male behavior.

still involves a comparison of female
Berit As (1975) states "we can

safely conclude that social science was developed as generalizations
and abstractions from men's experiences and practices"

(p.

144).

Because of the predominate male voice of the authors of history and
social science,

one can quite safely infer that the historical record
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is an interpretation of history that omits one half of humankind.

The

record is a reflection of men's experience and a male interpretation
of events.

"Documents that are preserved usually serve the interest

of the preservers"

(French,

1985, p. 43).

The experience of women has

been left unrecorded, neglected and ignored in historical and social
science interpretation.
Why has this continued into the twentieth century?

One answer

could be that western civilization functions in a system of
patriarchy.

Patriarchy is defined as the "manifestation and

institutionalization of male dominance over women and children in the
family and society in general"

(Lerner,

1986, p.

238).

Men dominate

the social structure, placing women in subordinate positions.

The

existence of this "oppression is not an abstract moral condition but a
social and historical experience"

(Rowbotham,

1973, p. xiii). This is

the history in which women of today find definition to their roles,
experiences,

and lives.

The development of that history has taken

place over centuries and is responsible for the norms adhered to
currently.

In The Creation of Patriarchy, Lerner (1986)

talks about

the development of patriarchy and its implications for women's lives.
She also presents the development of patriarchy as an historical fact:
Things developed in certain ways, which then had
certain consequences which neither men nor women
intended.
Nor could they have had an awareness of
them, any more than modern men launching the brave
new world of industrialization could have had an
awareness of its consequences in regard to
pollution and its impact on ecology.
By the time a
consciousness of the process and of its
consequences could develop, it was too late, at
least for women, to halt the progress.
(Lerner,
1986 p. 51)
Frequently,

the idea of patriarchy is subsumed in an elaborate

debate on intent.

Was it intentional on the part of men to place

women in a subordinate position?

Are there biological reasons why men
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and women have consistently performed particular jobs in society?
Were there reasons why particular positions and roles were valued in
society or was it mere happenstance?

In her statement above, Lerner

(1986) points out that intent is not the issue;

the existence of

patriarchy and its consequences are the issue.

For women,

the system

of patriarchy places them within a subordinate position in society,
regardless of intent.
An even broader perspective, one that views patriarchy as a system
of power,

is developed by Trask (1986).

The system is inclusive and

is supported by the belief that men are paramount.
(1986) ,

According to Trask

one core value of patriarchy is the "power of men to control

women s sexuality and to fashion social institutions from that
control"

(p.

30).

By controlling the sexuality of women, men are able

to set the stage for the dominant/subordinate relationship that exists
in heterosexual relationships.

This dominant/subordinate relationship

insures that women are excluded from the brotherhood or solidarity of
patriarchy and in essence are non-members or outsiders.

The position

of outsider eventually leads to women being viewed as objects or
property that can be controlled,
Figes

(1985,

traded,

or bought.

as cited in Spender 1985), approaches the issues of

women's subordination in a somewhat different manner:

"In our society

the assumption is that a man is authoritative, a woman is suspect"
98).

(p.

The suspect nature of women places them in a position to be

dismissed as unimportant or trivial.
Trask (1986) discusses women as being non-members or outsiders.
The idea that women are not members of the dominant culture has lead
to the development of the idea that a women's culture exists.
Although a controversial idea, most factions of the women's movement
would agree that women have been described and defined in relation to
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or in conjunction with the dominate male culture.

In the Second Sex.

Simone de Beauvoir (1952) states "humanity Is male and man defines
woman not In herself but as relative to him, she Is not regarded as an
autonomous being"

(p. xvi).

Furthermore, Kimball expands on this

idea:
Women as a group are currently subsumed in the
cultural concept of "mankind"; history, literature,
history, religion, are about male activities,
while women remain outside, classed as the "Other."
(Kimball, 1981, p. 2).
One of the primary elements in the literature regarding women's
culture is a focus on women's experiences and expression.

Although it

can be argued that women have always been able to express themselves,
this expression exists within a culture defined as "mankind" where
women remain outside as the "other".
In 1952 Simone de Beauvoir stated that women would remain an
"other" because they lack a past,
own.

a history, and a religion of their

The accomplishments of women,

if contained in any written

record, were not often integrated into mainstream texts or educational
curricula.
culture,

Women have lived on the outer most edge of the general

outside the mainstream of our culture.

Women are also marginal members of the academic culture.

Florisha

and Goldman (1981) describe American life as having two separate
spheres of activity: public and private.

The public sphere has an

environment outside of the home and is considered to function from a
rational analytic viewpoint.
power dimension.

The public sphere is often called the

The private sphere is contained within the home.

Activity is group oriented and focuses on caring and nurturing.
"Women have been, by cultural expectation and social training,
immersed in the interpersonal sphere,
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and much of the maintenance of

activities in this sphere still is their lot"

(Forisha 6, Godnan.

1981.

p.xxi).
The historical roots of patriarchy that are central to this system
have historically relegated women to the sphere that is considered
private and have allowed limited opportunity to interact in the public
sphere dominated by men.

Women have come to excel in the private

spheres containing child rearing and the nurturing of others, not
necessarily because of a natural ability, but because they are only
allowed to excel in these areas.
The idea of being outsiders in the world of education and in
particular, higher education, has been a topic of concern for some
writers

(Ironsides,

Harrington,

1988).

1983;

Swoboda & Vanderbosch,

1983; Aisenberg &

Women administrators in higher education are an

anomaly and the woman administrator is viewed as a woman first and an
administrator second.

The values and behaviors in higher education

are congruent with the private sphere.

"It [higher education] has

structures and processes that reflect male values and lifestyles and
thereby pose problems for females"
Clinchy,

(Ironsides,

Goldberger and Tarule (1986)

reasoning,

detachment,

2).

Belenky,

in their work discuss modes of

knowing as being connected or separate.
separate knowing situation.

1983, p.

Higher education is a

The construction of truth,

adversarial

distance, mastery, and objectivity achieved by

adhering to impersonal and universal standards reflect the values of
the public sphere.

Connected knowing contains construction of meaning

to understand and be understood, collaborative reasoning with others,
and objectivity achieved by adopting another's perspective.

The

values of connected knowing are not easily found in mainstream higher
education.
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The established norm of the past still exerts a powerful pull for
women and men.

Consciously and unconsciously men and women bring the

lessons they have learned from childhood into the workplace.
being marginal members are in a unique position.

Women

They are able to

bring a set of learnings and expectations from the private world into
the public world of work.

Women thus have the opportunity to bring to

the public world experiences that are vastly different from those of
men.
Aisenberg and Harrington (1988) continue with this theme in
education and borrow two scripts from literature.

The scripts are

defined by roles or sterotypes from the private and public spheres.
The traditional norms and ideas regarding women's participation in the
private sphere are contained in the first script called the marriage,
love,

or romance plot.

The second and newer script contains the

shifting values of the public sphere to which women now aspire.

This

is called the quest or adventure plot.
Conflict is evident between the old norms and values and the new
scripts that women are beginning to establish.

As a result women also

face internal conflict described by Aisenberg and Harrington (1988) as
being "Caught between two sets of rules, women cannot avoid running
afoul of one of them"
women embrace the new,

(p.18).

The old scripts remain intact and as

they may encounter a battle within themselves

and with the outside world.

The established habits of the

professional world include being competitive and aggressive.

This is

in direct conflict with what is considered to be attractive in a
woman.

And if a women takes on a role that is defined as being

attractive she is then often accused of not being professional and if
a women is considered professional then she is often accused of not
being feminine.

The professional women does not fit easily into
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either the conventional mold of being a women or the male mold of
being a professional (Aisenberg & Harrington,

1988).

Marshall (1984) offered her opinion that mainstream writing on
women has developed two contrasting patterns or frameworks which she
uses in her analysis of women in the field of management.
reform

The first,

feminist, views the world of male activity and its

characteristics as a positive model that women should aspire to.
deluge of success books is contained in this literature.
or the

radical'

The

The second

feminist view rejects using men as the standard and

looks to understand women's inequality.
In a study that was conducted to obtain information on
administrators in higher education,
emphasized (Ironsides,

1983).

female

success rather than failure was

This purposive sample of 30 upper level

women administrators in four year schools offered descriptive and
exploratory data.

The general characteristics of the women described

them as being open and collaborative leaders with an appreciation of
team work.

They were highly professional, understanding the

requirements of management and committed to their respective
institutions.

A sense of humor was considered to be helpful

especially due to the ambiguities and the transient nature of higher
education.

I found similiar information in my study.

The results suggested that the women found no insurmountable
barriers but there were incidents they considered an irritation,
painful,
the open.

and they had to deal with then by bringing the situation into
The women saw themselves more as generalists than their

male counterparts.

The women spoke of being somewhat isolated and

lonely and stressed the importance of using a professional network in
addition to other support systems.
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Although no specific statements were made there were some general
statements regarding perceptions of self and current roles indicating
that on occasion some of the women had misgivings about competency and
hence had a tendency to overperform and underrisk (Ironsides,

1983).

Women have had the opportunity to develop skills and norms that
are particular to their outsider status.

These skills may or may not

have been developed from any natural ability, but may have become the
norm of socialization for women.

The experience of being an outsider

should not be viewed as negative.
None of which is to say that the effect of the
shared experience of outsiderness is wholly
negative for women, personally or professionally.
The position of the outsider may be a highly
creative one (Aisenberg & Harrington, 1988, p.
•

• \

*

Xll) .

The value of community,

cooperation and inclusion are currently

critical to the success of higher education in the 1990's.

The

changing climate and culture of higher education is looking for ways
to reach out to new populations,

stretch limited resources and shape

environments both inside its walls and in the community.
are shared by both women and men.

These values

However, women have a socialization

different from the men that has given them insight and understanding
in community cooperation and inclusion.
The next theoretical perspective I will explore is power.

I

decided that in order to understand the experience of the woman
college president,
position.

I needed to understand the power attributed to the

I needed to understand this not only from each of the

women's perspective but also from the prevailing literature that
exists on power.

Is the private side included in the world of power

for these women?
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Power
The connection between power and the male experience is strong.
This review draws on this connection by showing how the definition of
power reflects the bias of the patriarchial system.

The onslaught of

"How to" books that emerged in the 1970's and continue to be published
today reinforce the idea that women need to adapt and aspire to the
world of male activities.

The "how to" literature is reflective of

the reformed feminist (Marshall,

1984) view from which procedures and

policy which allow greater access for women are stressed.

The

reformed feminist does not challenge significantly the values of
society,

the male world is used as a positive model to which women

should aspire.

The suitability of women is a critical issue and

women s behavior is judged using the male model as the standard.
The second is a 'radical'
the male standard for women.

feminist analysis which rejects using
This analysis acknowledges and

understands the inequality of women and sees the subordination of
women as a system in which men benefit.

The radical feminist analysis

seeks to understand women's sense of being without comparision to the
male standard (Marshall,

1984).

In this study,

similarly,

I am

attempting to understand the college presidency from seven women
currently in that position.

I do not wish to compare their experience

with that of their male counterparts.

What I intend to do is

adequately reflect their sense of the college presidency.
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Exchange Theory

Exchange theorists of power, like others who take
capitalism and its class relations for granted are
unconscious of their roots.
They see every aspect
o
society, including the science of society, as a
replication of the interactions and characteristics
of the marketplace. (Hartstock, 1983, p. 50)
Exchange theory is one of the more popular methods of analyzing
power in western capitalist economy.
theorists,

The basic contention of exchange

regarding an understanding of power,

is that one can look

to and observe the function of money in a competitive market place,
and see the qualities and establishment of power.
theorist,

For the exchange

the economics involved in the exchange of money for goods

and services is the basis of all social behavior:

if one understands

the activities of rational economic men in the market, one can
understand human activity in general - throughout history and across
cultures

(Hartsock,

analyze power,

1983, p.

23).

Aside from being one method to

exchange theories can also suggest answers regarding

the development of community,

social structure, and domination.

In social exchange theory power is described as a matter of
negotiation.

During the exchange,

the ability to influence another's

behavior is determined by the control of rewards held by one party
over the other (Lips,

1981; Hartstock,

1983).

An exchange can not take place unless the two individuals are
receiving a mutual reward.

What is considered to be a fair exchange

is determined by the two parties involved.
by the principle of the least interest.

The outcome is determined

This principle holds that the

person who is the least dependent on the other for reward has the
greatest power in an interaction.
A clear differentiation of social from economic exchange is seen
in Hartstock's

(1983) analysis of Peter Blau (1964).
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This account of

the nature of power and social exchanges is an expansion of many of
the assumptions put forth by Homans.
community,

Concerned with the idea of

Blau expands upon what can be included as exchanges.

Blau describes exchange behavior as directed towards an achievable
end through a series of interactions designed to obtain a reward.

The

exchange is initiated because one person expects the interaction to be
positive and to his or her advantage.
Social exchange is located between an economic exchange and a love
relationship.
groups.

Social exchange can be seen in friendships or work

Within the social exchange one can see individuals

relinquishing private interest to produce collectively.

The binding

of groups produces a hierarchical structure in which some groups have
domination over others.

The production of collective interest

provides an opportunity to study how associations develop and how
power develops within an association.

While Blau indicates that power

relations and exchanges are voluntary, he introduces the notion that
the person can be threatened and a threat is a choice, not a coercion.
The introduction of opposition and conflict are "brought to power" by
his model although he states that all parties must benefit from the
exchange in order for it to continue.
It is very clear that power and community are closely linked.
Exchange theorists are clearly concerned with community.

However,

they use a model in which individuals are independent from others and
operate without the structure of community.

The relations are

voluntary but only serve in their own interest.
moved by only their interest.
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The participants are

Consensus and Conflict

Two views of power,

the structural-functionalist and conflict, are

concerned with social justice and inequality.

Both views use the

concept of power to explain the end product of conflict or consensus
in contemporary society.
assumption that
25).

These two views operate on a shared

"power is ---tral to social life"

(Muth,

1984, p.

Power is a part of all activities.
Structural-functionalists or consensus theorists think that

inequalities are essential to the social order.
maintaining the social order.

Power is key to

Power is defined as:

the probability that one actor within a social
relationship will be in a position to carry out his
will despite resistance, regardless of the basis on
which this probability rests (Weber, 1947, as cited
in Muth, 1984, p. 26).
Power implicitly contains an element of force.

Societal form is

based on this force and coercion is the norm (Dahrendorf,
cited in Burrell and Morgan,

1979).

1959, as

Both conflict theorists and

consensus theorists claim that force or coercion is essential and this
forms the basis of the concept of power.
Muth (1984)

indicates that he can integrate the two models and

arrive at a model that can account for the various outcomes of the
power act, no matter what the perception or motivations are.
definition of power includes coercive and noncoercive acts:

The
"power

can be defined simply as the ability of an actor to affect the
behavior of another"

(Muth,

1984 p.

27).

For Muth (1984) power is

potential and the completed action of power is control.
basic element in human relations.
acts

Power is a

The behaviors produced by power

(person A) will affect the behavior of another (person B).

The

amount of resources that each person has will allow the transaction to
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be completed with success.

Three subtypes of power have been

identified by Muth and can be placed on a continuum ranging from
coercion to authority to influence.

Organizational Perspective

Utilizing primarily an organizational perspective,

Pfeffer (1981)

defines power as a structural phenomenon that can be explained within
an organizational context.

As specialization occurs in the workplace

some jobs will have more importance than others. The more critical the
task the greater the advantage of developing and exercising power in
the organization.

Power can be developed by individuals,

groups, or

organizations.
Power characterizes relationships among people, organizations, or
groups.

"Power may be tricky to define but,

to recognize"

(Pfeffer,

1981, p.3).

it is not that difficult

People,

groups, or organizations

are not powerful or powerless by themselves.
in relation to others.

This level of being is

A college or university can be considered

powerful academically because of its academic standing among other
institutions.
Pfeffer (1981) sees power as possessing the ability to be
transformed into authority.

When this happens it is important to

understand that an institutionalization of social control has
occurred.

When the transformation occurs,

institutionalized.

the power becomes

A distinctive set of norms and sanctions are

consciously agreed upon and authority remains until the norms change.
Within this process is social control.

The transformation occurs when

an acceptance of values and practices occurs.

In institutions of

higher education this can occur in some academic departments.
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The

academic chair is considered to be the "first among equals".

Often

this position in seen in the relationship between subordinate and
employee (Pfeffer,

1981).

Exchange theories offer a look at power as a snap shot of the
economy.

Conflict and Consensus theories offer a rationale for why we

have inequalities.

The organizational perspective gives support to

develop bureaucracies and create institutions.

The definitions I have

examined up to this point have relied heavily on the competitive
marketplace.

This is a place that has an historical tradition of

excluding women.

The definitions are reflective of this exclusion.

The next section of this chapter will look at some thoughts on power
from a more psychological perspective.

Images of Power

Lips
studied:

(1981)

identified five approaches in which power can be

(1) As the perception of a quality that is attributed by one

person to another;
process;

(2) as motivation to act;

(3) as social influencing

(4) as traits or states of the individual;

structure.

and (5) as social

All of these are related directly or indirectly to image.

In the first aspect, Lips

(1981) explores power by studying various

qualities that lead a person to be perceived as powerful.
Looking at the image of power,
of good and evil.

Lips (1981) sees a dual image,

that

How power is gained, used, and the extent of its

effects will determine if it is perceived as good or evil.

Anyone who

appears to have gained power by legitimate means is looked upon more
favorably.

Although some may say that elected officials,

the police,

and the Chamber of Commerce are not to their liking, most would agree
that the power attributed to these peoples or organizations was not
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taken by illegitimate means or force.
have seized power,

(i.e.

terrorists,

People who are perceived to
street gangs,

the non-main stream

political organizations) are regarded as inappropriately gaining and
utilizing power.
The image of power has deep roots for Western civilization in the
Judeo-Christian image of God (Kimball,
1986).

1981; Lerner,

1985; French,

God is an all-knowing, unlimited patriarch whose power is so

encompassing that he can change anything.

Individuals who are

privileged to obtain access or knowledge of spiritual power are also
revered as powerful by the population (Lips,

1981).

The notion of physical power evokes an image of men.

Traditional

assumptions state that men are physically more powerful than women.
The role of gender and assumptions about gender play an enormous
in the perception of power.

role

Lips (1981) states that the issue of

power is so intertwined with the issue of gender in stereotypes that
it becomes impossible to separate the two.

Strong visual images of

what is considered powerful have been developed and perpetuated.

If

you visualize a man and woman standing in the office of a college
president, which you would assume to be the president?
The image of power is also connected to physical attractiveness.
The more a person fits the cultural stereotype of attractiveness the
more powerful they are considered.
power based on attractiveness,

"Perhaps only in the realm of

charisma,

and personal magnetism do

female power images compete with male one "

(Lips,

1981, p.

image of the power obtained by attractiveness, however,
project a positive image for women.

7).

The

does not

Typically women who have been

seen as powerful do so at the risk of being thought of as
intellectually deficient.

Women who are considered culturally

attractive and utilize their ability to be powerful are considered
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manipulative.

Attractive women are primarily considered powerful

because of their sexuality and the role of virgin or whore is so
culturally ingrained it is unavoidable.
When women do obtain positions that reflect the traditional male
image or role of power,

they are often accused of emulating men and an

area of attack will be sexuality.

Powerful women are frequently

referred to as frigid or castrating.
of England, Margaret Thatcher,

For example,

the Prime Minister

is frequently referred to as "the iron

maiden".

Interpersonal Power

The third aspect Lips (1981) discusses is interpersonal power.
She defines interpersonal power as influence exerted by one person
over another person.

Humanists,

and on occasion a 'lapsed feminist',

claim not to want power over people.
manipulative,
some,

dirty,

and unethical.

Exerting influence is considered
While it may be disdainful to

it is useful to remember that all our interactions with others

are filled with behaviors related to power and influence.

Because

power has the connotation of not being democratic or fair,

it is

considered by many to have no place in interpersonal relationships.
Psychologists define social power as a person's ability to get
others to do what he or she wants them to do, despite resistance
(Lips,

1981).

The amount of power that one person is considered to

have over another can been seen and measured by the range of behaviors
that the person can get the other person to perform.
Thus, in social psychological terms, power is the.
capacity to affect another person, and influence is
the use of that capacity.
Control refers to the
successful use of power (Cartwright, 1959 as cited
in Lips, 1981, p. 45).
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French and Raven (1959 as cited in Lips,

1981, p. 48) also defined

the basis of power in interpersonal relationships.

The basis of one

person's power over another can be sorted into five categories.
Power can be seen as source dependent:

that is the strength and

presence of power of qualities perceived by the target person in the
source person.

A sixth category,

dependent was added in 1965.
1.
2.
3.
4.
5.
6.

information,

which is not source

The six categories are described as:

Reward
Coercive
Legitimate
Referent
Expert
Informational

These are summarized in Table 1.
Reward power is the perceived ability of the source person to
reward the target person.
or association.

The reward can be material or affiliation

Along the same lines,

coercive power is the opposite.

The typical example for both reward and coercive power can be seen in
many areas of the workplace.

A person or persons within an academic

department is perceived as being able to grant tenure.
by the source person,

The power held

either reward or coercive, will end in the

acceptance or denial of tenure.
Reward power is the perceived ability of the source person to
reward the target person.
or association.

The reward can be material or affiliation

Along the same lines, coercive power is the opposite.

The typical example for both reward and coercive power can be seen in
many areas of the workplace.

A person or persons within an academic

department is perceived as being able to grant tenure.
by the source person,

The power held

either reward or coercive, will end in the

acceptance or denial of tenure.
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TABLE 1

Bases of Social Power (French and Raven,

TYPE OF POWER

SOURCE DEPENDENT *

1959)

ORIGIN

Reward

Yes

Perceived ability to reward
(usually evokes sense of
happiness)

Coercive

Yes

Perceived ability to punish
(usually evokes frustration/anger)

Legitimate

Yes

Based on values one has about how
he/she should be influenced
(most complex)

Referent

Yes

Based on liking or identification
(target usually unaware)

Expert

Yes

Perceived knowledge or expertise

Informational

No

Content of message rather than
sender

*(presence/strength of power based on the qualities the target person
sees in source person)

Source: Lips,
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1981, p. 48 - 50.

The most complex basis of power is considered legitimate power.
Legitimate power utilizes the values that one person has regarding
appropriate behaviors and who is entitled to influence that behavior.
Power based on identification with and positive feeling towards
the power holder is called referent power.

The source person or group

does not have to administer rewards or punishment.

When a person is

considered to have knowledge or expertise in a particular area their
power is called expert power.

There is an assumption that the opinion or information from that
person is accurate.

Individuals seen as possessing expert power are

for example, health care practioners,

lawyers,

and people in the

computer area.
A final power source discussed by French and Ravens (1959) is
informational power.

While not part of the original analysis and

theorizing it was added on later due to the increased informational
flow brought about by advances in technology,

informational power is

not source dependent and is based on the content of the message and
the ability of the message to influence.

State or Trait

Holding power is not enough to make a person feel powerful.
Frequently a person who is considered to be powerful does not feel
effective.

The position of the college president carries the

perception of power.
In an attempt to determine what makes a person feel powerful,
Rotter (1966,

as cited in Lips,

1981, p.

69) developed a scale to

measure the locus of control as internal or external to the
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individual. Rotter views the internal as coming from within the person
and external control as coming from the environment.

What a person

sees as the amount of control or power he or she has in a situation is
not always accurate and frequently differs from the reality of the
situation.

How many times have we all felt unable to successfully

control a situation and then have colleagues come up and congratuate
us on what they perceived to be a successful job.

How we think about

ourselves will often have more impact on a situation than we expect.
Jean Baker Miller (1982) concentrates on the idea that women
experience difficulty with the concept of power as traditionally
defined.

Miller recapitulates that the traditional definition of

power (exclusive of most women)
own force,
others
women,

authority,

includes "the ability to augment one's

or influence,

and also to control and limit

- that is to exercise dominion or to dominate"

(p.

2).

For

the idea of being powerful and exercising control over others

is somewhat foreign.

The historical traditions of women have not

involved control and domination.
Contemporary western society does not portray women as wanting or
needing power.

The power that women do have is seen as the ability to

help others become powerful.

From this perspective women's power is

validated through the expressions and actions of others.
empower others to power; women,
(Miller,

1982; Labella,

generally,

Women

do not empower themselves

1985).

Miller asserts that women view power in a somewhat different
fashion than the traditional definition.

Power for women involves a

different set of goals with a context differing from traditional
definition.

Power does not concern itself with total control or

influence but more with the ability to move people from one position
to another.

Within this is the ability to move the less powerful
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person in a stronger, more positive direction.

Utilizing the

psychological perspective derived from her clinical training, Miller
defines power as "the capacity to produce a change - that is to move
anything from point A or state A to point B or state B"

(p.

movement does not only concern itself with people or things,
can be thoughts and reflections of a person.

2).

The

it also

Miller asserts that

women would be more comfortable with power if it were utilized in less
traditional ways.
I think that most women would be comfortable in a
world in which we feel we are not limiting, but
enhancing the power of other people while
simultaneously increasing our own power. (Miller
1982, p. 2)
Intertwined with the desire to be powerful are many negative
consequences.

One of these is the disapproval of both men and women.

How can one be loved or even liked if she aspires to power?

The

disapproval is seen by women to exist on such a deep level that if she
acted in her own interest she would be not only selfish but also
destructive.

In acting to obtain power, women feel they would be seen

as perpetuating their own interest and motivation - selfishness.

The

idea of being viewed as selfish is threatening to the female identity.
Miller (1982)

sees this theme repeated in many situations

including women who are employed in high level positions.
power,

a woman seeks to enhance herself and not others.

internally interpret this as being destructive.

By desiring
Women

If women use power

they will destroy all the relationships they perceive that they need
to validate their existence.
To act out of one's own interest and motivation is
experienced as the psychic equivalent of being a
destructively aggressive person
...for many women it is more comfortable to feel
inadequate. (Miller, 1982, p. 4)
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Miller (1982) sees the discrepancy between what women value and
what power is perceived to represent as being in direct conflict with
the internal values of women and thinks that women will often choose
inaction over discomfort.

Repeat situations in which inaction occurs

can be seen as an inability to effect the situation or environment.
If a person experiences repeated feelings of no control in situations
she will eventually stop trying to influence the situation.

This

state of inaction has also been defined as "learned helplessness"
(Seligman,

1975,

as cited in Lips,

1981, p.

69).

Patriarchy has espoused the idea that power is permanent and
immutable.

Even though this has been demonstrated to be false, many

people still think that power is permanent.
unstable,

relational,

Power is actually

and dependent on content.

In my discussion with

the college presidents the idea of power was discussed in relation to
the leadership and vision of the college.

The power in the presidency

reflected the commitment of the institution to move forward in new
direction in a collaborative effort with others.
What are the implications and connections from this review to my
data?

The feminist world view offers a different perspective in which

to view the world around us and its organizations,
people.

institutions,

and

This view or lens when applied to the traditional literature

of power and the presidency begins to offer alternative explantions of
the experience and behavior observed.
Similarity,

the experience of the women I interviewed may or may

not include a language that varies from the traditional male
literature.

However,

it includes descriptions of interactions with

individuals within and outside the institution that contain detail
that differs from the traditional description long put forward as an
indicator of power.

This emerges in part because of the long history
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of the 'private'

sphere that Includes a style of connection and

inclusion.
The

'private'

sphere embraces and rejoices in the open

acknowledgement that collaboration is not in conflict with competent
leadership and that leaders need not function in isolation.

It is the

idea of inclusion and connection that becomes critical in
understanding the power of the presidency as reflected by women.

I

draw descriptive information from the experience of the
presidents through the interviews and begin to nuture the potential
for a variety of links and connections from traditional theory to new
and exciting alternative explanations.
Chapter III presents the decisions I made regarding the research
methods for the study.

The chapter is reflective of my own role in

the research process and the use of a feminist lens.

CHAPTER III
WAYS OF LEARNING: RESEARCH

The goal of all social research is to discover,
understand and communicate truth about human beings
in society. (Douglas, 1976, p.l)

Introduction

This research study is a collection of indepth interviews with
seven female college presidents in New England.

The women were

invited to participate based on diverse background, experience,
willingness to engage in self-reflective dialogue.

and a

I selected the

indepth interview guide as the primary data collection technique
because of its interactive nature and its flexibility.

Momar (1985)

advocated the open-ended interview in her research "because it seemed
the best way to elicit information because people enjoy talking about
themselves and one has a better chance of uncovering more feelings and
perceptions than with a formal questionnaire"

(p.

7).

As I began to make decisions regarding the research methods for
this study,

I was compelled to engaged in a series of dialogues to

determine how I would set standards for quality in my research.
Central to my decision making was the idea that "educational research,
like all research,
p.

176).

is rooted in a personal process"

(Allender, 1986,

Because of my personal beliefs and values I chose to have a

feminist paradigm as a central tenet in my research.
Although this study did not include participant observation,

I

feel my past experience in higher education has been helpful in my
role of researcher and interviewer.
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My knowledge of the college

'culture' has been of assistance in all aspects of this study
particularly in the design of the study.
This chapter contains the ways of learning I selected for ray
research.

It is divided into three major sections.

The first section

looks at the methods and strategies of qualitative research.
Particular attention is paid to the use of feminist research,
study approach,

the case

as well as my role during the research process.

The second section is concerned with data collection.

The

interview guide and the process in which it was designed are
presented.

An introduction to the seven women begins in this section

al°ng with a description of the steps which lead to the interviews
themselves.
The final section contains a synopsis of the data analysis.

It is

the intent of this chapter to lay out a clear guide of the research
process so that this study could be recreated by others and the
general conclusions would fall into the same general "truth space"
(Miles & Huberman,

1984, p.

22).

Research Strategy and Methods

Feminist Research

Feminist research is not only research on women but it is research
that re-evaluates existing theories and practices.

The words feminism

and feminist research are often used interchangeably (Stanley & Wise,
1983). However,
other.

the two need to be clearly distinguished from each

Feminist research is research which supports the aims of

feminism,

as defined in the broadest way.
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Feminist research is not

necessarily research solely about women nor is all research about or
by women necessarily feminist.
One distinctive feature of feminist research is
that it generates its problematics from the
perspective of women's experiences.
It also uses
these experiences as a significant indicator of the
reality" against which hypotheses are tested.
(Harding, 1987, p. 7)
Feminist research embodies the belief that women are oppressed and
that the majority of research reported and/or published has embraced
patriarchial values and reinforced sexist assumptions and stereotypes.
A decision to support the aims of feminism is made prior to the
undertaking of any research labeled feminist research.

The results,

supportive or non-supportive to proposed feminist theories,

do not

determine if the research is feminist.
Early attempts to move from an androcentric position and correct
bias in social science research lead to the "adding" of women in
traditional analysis.

This placed the experience of women outside the

established norm and did not lend itself to incorporate the
perceptions and experience of women as valid.

It is extremely

important to move away from this "adding on" and to acknowledge that
there is "no universal man, but only culturally different men and
women"

(Harding,

1987 p.

7).

Feminist research is conducted primarily by women on women
subjects.

The male academic community has attempted to dismiss the

findings or state that they are of no consequence to the world in
general (Scott,

1985).

The study of women is not new; however,

exploration of women from their own perspective is.

the

It is only within

the last decade that an exploration of women unconstrained by the
traditional beliefs of male and female emmanating solely from biology
has begun (Harding,

1987).

Prior to the last decade, male respondents
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were the primary source of data in most areas of research.

If women

were utilized as respondents it was frequently to explore "deviant
behavior".
Kohlberg (1958,

1981 as cited in Gilligan,

1982, p.

18) developed

a six stage theory of moral judgment that was derived from a twenty
year study involving eighty-four boys. The stages are claimed to be
universal•

Prominent among those who thus appear to be deficient in

moral development when measured by Kohlberg's scale are women"
(Gilligan 1982, p.

18).

The study of women enabled Gilligan (1982) to

reframe moral development theory.

Gilligan (1982) was able to

redefine the concept of morality to include concerns that were not
articulated in the male development model of Kohlberg.
(1982)

Gilligan

found that women have an equally "high" type of moral judgment

that is founded in different concerns, but not inferior moral
judgment.

Feminist research,

and more accurate analysis,

in its desire to put forward a broader

incorporates the ideas and experience of

women and other unrepresented groups.
The decision to participate in feminist research can bring about a
renewed discovery of one's own feminism and the ability to see how it
enters into the ways one thinks and develops ideas and positions.

The

researcher is not an invisible person who has no prior experience and
orientation.

Feminist research embraces the idea that the researcher

needs to include and understand the perspective that she/he brings to
the s tudy.
It should be made clear at the onset,
completion,

rather than upon

of any piece of research that a decision has been made to

participate in feminist research.

"The fundamental indeterminacy of

outcome of research, means that feminist research cannot be defined as
research which supports feminist beliefs"
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(Kelly,

1978,

p.

226).

While I agree with Kelly that the decision to do feminist research
needs to come before the product is obtained,

it is important to

remember that the idea of naming or labeling oneself as a feminist or
one's research as feminist research,

is a fairly recent phenomenon.

Researchers prior to this century could have produced research that
would be considered feminist research without being able to define or
label themselves feminist.
Feminist research is undertaken for feminist reasons, but may or
may not support feminist notions.

A feminist could,

for example,

choose to examine the relationship between androgyny and success in
athletics, management,

or academics.

The research results could

conceivably show a more positive relationship between the so-called
"feminine" characteristics and success in any of these fields.

Such

an outcome would not negate the feminist aspects of the research.
might, however,

It

call for further investigation into variables not

studied or into the process of how masculine and feminine are named
and defined by our culture.

Feminism provides new and varied reasons

for asking questions that have been previously asked and ushers
forward new questions to explore.

Feminist research uncovers the bias

of the dominant research paradigms by pointing out the patriarchal
roots of the construction of knowledge, which is the theoretical basis
in the research process.

Maquire (1987) articulates an end goal:

The ultimate goal of feminist research is the
emancipation of women and the creation of a just
world for everyone
...at a minimum feminist
research must claim women's liberation as a major
purpose, (p. 118)
Feminist research seeks to re-evaluate existing theories and
practices that dominate our culture.
feminism; however,

It is not interchangeable with

feminist research does support the aims of

feminism.
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The Case Study Approach

The task for the qualitative methodologist is to
provide a framework within which people can respond
in a way that represents accurately and thoroughly
their points of view about the world, or that part
of the world about which they are talking
(Patton
1980, p. 28)
6
vratcon,
When I decided to conduct research to find out how women in the
position of college president perceive and describe their experience
in that role,

I determined that the qualitative method of inquiry

would be most appropriate.
this decision.

First,

There were several reasons surrounding

qualitative methods try to discern what is

occurring and then labor actively to verify the information.
Secondly,

qualitative methods endeavor to understand phenomena as

wholes and work to combine detailed information and description from
all observable areas in order to fully understand the topic.

This

holistic approach brings forward a comprehensive portrayal of the
subject.

The data provide an explanation of processes occurring in

local contexts and the chronological flow can be preserved.
Qualitative data offer the reader a rich description and "is often far
more convincing to a reader than pages of numbers"
1984,

p.

(Miles & Huberman,

21).

This research consisted of a case study approach using the
in-depth interview as the method of data collection.
defined as "a detailed examination of one setting,
subject,
event"
42).

A case is

or one single

or one single depositary of documents or one particular

(Bogdan & Biklen,

quoted in Wilson & Gudmundsdottir,

1987, p.

I conceptualized the study as a collection of parallel cases.

A

case was recorded for each of the women who participated in the study.
In order to obtain detailed descriptive information on how each
of the women made sense of and organized her world,
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I determined the

need to ask questions regarding those perceptions.

Throughout my

research I subscribed to the underlying assumption that the
perspective of another can be made explicit.

This assumption is one

that is shared by researchers who use qualitative research methods
(Patton,

1980; Miles & Huberman,

1984;

Scott,

1985).

The intent of my

study was to make the perspective of the college presidency from these
seven women available.

In order to obtain that information an

interview would need to be developed.
The qualitative interview asks questions that can elicit
information that could not be obtained by observation or survey.

"We

interview people to find out from them those things we cannot directly
observe"

(Patton,

1980, p.

196).

I chose the interview guide approach

because it welcomes exploration into areas that surfaced during the
interview.

The guide provided a path in which I could wander with

each of the participants; however,

it also prompted and encouraged

individual conversations to branch into a variety of predetermined
directions.

This approach did not constrict the interactive process

that occurred during the interviews but merely provided a frame of
reference.

A specific set of issues were generated and from this list

questions were developed.
during the interview.

The topics served as guide or check list

The questions that were developed provided a

rudimentary method to insure that each topic was introduced.
(1980)

Patton

states:

This guideline provides a framework in which the
interviewer would develop questions, sequence those
questions and make decisions about which
information to pursue in greater depth, (p. 201)
The interview guide has a number of advantages.

It allowed me to

make extremely good use of the limited time that was available for
each interview.

It also permitted me to build on conversations to
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obtain or clarify information.

I selected this method because it is

able to aid in uncovering "the participant's meaning-perspective"
(Marshall & Rossman,

1989, p.61). There are some things that cannot be

directly observed and because it is impossible to observe the
perspectives and thoughts of another,

questions must be asked.

The

indepth interview provides a method in which the thoughts and
perspectives of a participant can be obtained.

My Role as the Researcher

Unlike other research projects that I have completed,
dissertation remains unique.

the

The boundaries are endless and the

starting and closing points are vague.

I think that the role of the

researcher should be explicit in any project but even more so in this
one because for many students,
research project undertaken.

the dissertation will be the only
I entered into the research with the

idea that I was participating in feminist research.

With this in mind

I needed to make decisions regarding my role during the research
process.
All research is value-laden and does not make claims to being
completely objective.

Feminist researchers acknowledge that they,

like all other researchers,

operate from a theoretical framework that

will affect the data at all levels (Scott,

1985).

Additionally,

feminist research considers the experience of the researcher also to
be part of the research.

The person conducting the research is not

merely a receptacle for data;

she or he becomes part of the process.

Feminist research operates from a set of assumptions that are
dependent on the political ideology of the feminist conducting the
research.

As I started my research I began to examine my experience
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in the world of higher education in an attempt to become aware of the
assumptions that I would bring to the research process.

My interest

in this topic evolved out of my work as a Student Affairs professional
and a community mediator.

As a result of my work in both of these

areas I observed a possible pattern regarding women and conflict.

My

observations indicated that women in a variety of positions looked for
alternative routes to solve workplace and inter-personal conflicts.
One method they selected was mediation.

Mediation is a confidential

process in which a third party acts in a non-judgmental manner to help
individuals construct a resolution to their conflict.

In order for

mediation to be effective all parties must feel they have the ability
to impact and make decisions regarding the outcome of their dispute.
It was through my experience as a mediator that I began to ask
questions regarding why women in a wide array of occupations,

carrying

a varying degree of status and power, would look to alternative
methods to resolve workplace conflicts.

The majority of the women I

saw were in supervisory or management positions with the freedom to
hire and fire staff.
differently?

Did these women view their role as an employer

Where did this fit with the traditional literature on

leadership and power that I was acquainted with?

Did I need to apply

a different lens when I looked at these questions?
In an initial exploration of literature,
conceptualize my question I concluded that:

to help me understand and
I would like to know more

about how women in a predominately male-dominated occupation,
and experience their work and the power ascribed to it.

think

Whether or

not these women viewed things differently from the traditional
literature or men was inconsequential; what was important to me as I
outlined this process was the opportunity to listen and begin to
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understand what they thought about their jobs.
began to excite me.

Being a feminist,

this

With this in mind I started my research.

Data Collection

Development of the Interview Guide

The interview guide was developed with the intent of eliciting a
self-narrative of the participants regarding their perception of the
college presidency.

"An interview guide is prepared in order to make

sure that basically the same information is obtained from a number of
people by covering the same material"

(Patton,

1980, p.

200).

The

guide suggested topics to be covered rather than strict questions and
provided a framework in which to sequence those questions.

One of the

major strengths of the interview guide is that it allows the
researcher to build on conversations during the interview.

My

previous experience as a mediator provided an additional set of skills
that proved useful both in the interview and the analysis phase of my
research.

I had participated in extensive training and practical

hand-on work experience in interactive interviewing designed to tease
out information from the participants.

In many ways I was able to be

more at ease in the unstructured interview process than many novice
researchers.
I began to think of areas I wanted to cover in the interview.

Had

the participants made a conscious choice to become a college
president?

Was their description of that choice and others choices

active or passive?
happen?

Did they think they were able to make things

Did this affect their behavior and decision making process?
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I anticipated that the self-narrative would also reflect
perceptions regarding their institutions.
informal decision making structures?
institution and their style?
smooth for all concerned?

What were the formal and

What was the "fit" between the

Was the transition to college president

Were there support networks in place or did

they have to create and build support for themselves?
To develop the guide I began brainstorming ideas with the
chairperson of my dissertation committee and several doctoral
students.

The brainstorming sessions lead to the generation of many

topics and a number warranted further investigation.

A review of the

literature on women college presidents and women executives helped
bring additional focus to the interview guide.

The topics listed

below comprise the core of the interview guide.
1.
2.
3.
4.
5.
6.

personal expectations of the presidency;
aspirations and plans for the future;
individual priorities in the job;
relationships;
problem solving style;
skills necessary for the position.

In order to shape my questions for the interview guide I sought
out several individuals who had extensive experience in interviewing.
I found their suggestions helpful and I decided I would ask my
questions in the interview guide format to keep the interview focused
and allow the participants to discuss areas they felt were of
interest.

I hoped that taking a more circuitous route would bring

forward a fluid description of the perceptions of the women.

I wanted

my interviews to be a conversations and not question and answer
sessions.
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Pilot Study

A pilot study was undertaken to determine the soundness and
appropriateness of the questions as well as the interview guide's
capacity to elicit rich information.

The pilot study was conducted

with two individuals from the same institution.
participants were upper level administrators.

Both of the
The women expressed a

great interest in the topic and welcomed the opportunity to assist in
my research.
The pilot did not utilize college presidents due to the limited
number in New England.

The interviews were conducted in the same

manner that I anticipated for the research interviews therefore I
requested that each woman read and sign the "Informed Consent Form"
(see Appendix G) .

This form reinforced that the interview would

remain confidential and that anonymity would be insured.

Permission

was requested to tape the interview.
The pilot study proved to be extremely useful in many respects.
It enabled me to practice my interviewing technique and thereby reduce
any apprehensions I had about conducting the interviews.

In spite of

the fact that I have extensive interviewing experience and strong
interviewing skills,

I found I was still somewhat anxious approaching

the interviews.
In an effort to improve the interview I asked each of the women
for her ideas on the interview questions,
style.

format and my interview

These discussion took place after the interview.

The

suggestions I received were thoughtful and I incorporated some of
their ideas into the interview guide.
Through the pilot study I was able to determine if the interview
guide was successful in bringing out a self-narrative of the
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participants.

The topics lent themselves to a natural flow in

conversation and generated much material.

Feedback from the

participants indicated that my confidence in my topic and the
questions I had chosen helped set a tone that invited conversation.
The tapes were transcribed and a brief analysis was performed on
the data to determine the success of the interview guide.

The pilot

research was discussed with the chairperson of my committee and minor
revisions and refinements were incorporated into the interview guide.
The next step in the research process was to tackle the actual
interviews.

The Seven Women

Who are the women that participated in this research?
that they were invited?
to these questions.

How was it

This section is designed to provide answers

This section will contain the process and

procedures that I used to invite the women to participate in the
research.

The seven women involved in this study are unique

individuals, however they do possess some qualities that are similar.
A brief synopsis of the ways in which the women are similar will be
provided in this section.
Once I had completed a dissertation proposal that outlined my
research I actively began to make decision regarding who would
participate in this study.

The initial decision making that began

during the writing of my proposal was once again examined.

The

logistics such as how far I could travel, who was available, and
general limitations of the research were given serious thought.
this time I made decisions regarding:
institution,

and length of employment.
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geographical area,

type of

At

The seven women who participated In this study were selected from
college presidents In the New England region.

They represent a

purposive rather than random sampling and broad generalizations to all
women college presidents should not be construed from these data.
However,

the sampling was constructed to maximize the variation In

case selection.
The first decision regarding limitations of this study concerned
geographic location.
accessibility,

The New England area was selected for reasons of

abundance of higher educational institutions, and

financial considerations.

New England is defined as including the

following states:
1.
2.
3.
4.
5.
6.

Massachusetts
Connecticut
Vermont
New Hampshire
Vermont
Maine

Women from private as well as public institutions were included in
the study.

Institutions of a religious nature which only allow for or

currently have a president who is also from a particular sect, order,
etc., were excluded.
institutions:

Four of the women were from private

three from four-year institutions granting the

baccalaureate and masters degree;
granting the associate degree.
institutions:

one from a two-year institution

Three of the women came from public

two from two-year community colleges granting the

associate degree,

and one from a four-year institution granting the

baccalaureate degree.
The participants were limited to women who were currently employed
in the executive position of president or chief executive officer in a
higher educational institution.

All the women participating had been
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employed in their current position for at least one academic semester.
The length of tenure in their positions ranged from one to ten years.
All of the women hold the Ph.D.

and have college teaching

experience in their respective disciplines.

Prior to becoming college

presidents, most had administrative experience on the academic side of
a college or university.
At the time of the interviews,
were married.

four of the women in this study

One was a widow and two were single, never married.

None of the women were divorced.

Three of the married women had

children living at home, under the age of sixteen.
I wanted to avoid spending time during my interviews collecting
background information on the women,

due to the limited availability

of the time which each could allot from their busy schedules.

I asked

each participant to furnish a vitae prior to the interview so I would
have that background material.

A file was started for each woman

which combined the vitae and other documents I collected including
press announcements and newspaper reports.

The files were utilized as

a source of background information through which I was able to
familiarize myself with the participants prior to the interview and
therefore avoided using interview time to obtain background
information.

The Women and the Interviews

I compiled a list of potential participants from the New England
area and each was sent a letter of introduction (See Appendix A).

The

letter contained a brief description of the study and an invitation to
participate.

Approximately two

(2) weeks after the letter was sent, I

placed a follow-up phone call to determine the level of interest.
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If

the woman was interested,

an interview was scheduled.

The interviews

occurred over a two month period.
All contacts who expressed an interest received a letter thanking
them for their interest and the procedures that would be used for
future contact.

A copy of the letter is located in Appendix C.

The interviews occurred in the offices of the participants with
one exception.
airport.

That exception took place in a car enroute to the

Although this meant an inconsistent environment for myself

as interviewer,
participant.

it eliminated any travel or inconvenience for the

Having the interviews occur in the women's offices was

done intentionally for several reasons.

The busy schedules of the

Participants did not allow for lost time that could occur in
transporting the women to and from a particular site.

I also wanted

to see the environment in which the women worked.
At the beginning of the interview,

I asked each participant to

review and sign the "Informed Consent Form".

Because I asked each

participant to disclose information of a somewhat personal nature,

I

verbally reiterated the confidentiality of the interview and the
intent to present all data with anonymity.

Permission was requested

to tape the interviews and six of the women agreed.

Once the

formalities and mechanics of obtaining signatures was completed,

the

interview began.
The interviews lasted approximately one and one-half hours.
interview had its own flavor;

however,

similarities about the interviews,

Each

if I were to generalize

in each the women were genuinely

interested in my work as a doctoral student.

All of the women spoke

encouragingly about my topic and the value of this type of research.
The women were receptive to the questions and thoughtful in their
responses.
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Data Analysis

Qualitative researchers do have a set of
assumptions, criteria, decision rules, and
operations for working with data to decide when a
given finding is established and meaningful. (Miles
& Huberman, 1984, p. 22)
The data analysis phase of this study involved organizing and
summarizing the data, presentation,

and interpretation of the data.

Huberman and Miles (1984) define data analysis as:

"data reduction,

data display,

(p.

and conclusion-drawing/verification"

23).

They

envision the process as a three concurrent flows of activity.
The process of organizing started with the transcription of the
tape recordings into written text.
to the transcriptions.

I then read,

studied,

and listened

The combination of all three allowed me to

become enveloped in the data.
familiar with the materials,

As I began to become increasingly
I made a rigorous attempt to put aside

any predispositions I had regarding the outcome of the data.
The cardinal principle of qualitative analysis is
that causal relationships and theoretical
statements be clearly emergent from and grounded in
the phenomena studied.
The theory emerges from the
data; it is not imposed on the data. (Patton, 1980,
p. 278)
After completing several passes through the materials,

two lists

were generated;

one containing topics and a second containing insights

and questions.

The lists were combined with the major issues that

were identified with the creation of the interview guide.

The three

lists then became a topical guide for text.
Listening to the interviews allowed me to reflect on the voice,
tone,

and attitude that was portrayed in each interview.

A series of

notes was written to reflect many of the nuances that occurred during
the interviews.
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A general system of coding was developed that corresponded to each
identified topic.

The coded material was then looked at as individual

sections and presented from that perspective.

Summary

In this chapter,

I have discussed the overall design of the study.

This has included some of the decisions I made in determining the
methodology and research strategy.

I have also presented a brief

discussion of selected literature in qualitative methods and feminist
research.

Chapter III can be considered a map of the route that I

followed to the interview.
The information collected in the interviews is presented in the
following chapter.
during the analysis.

The data contained common themes that emerged
The numerous passes through the transcripts

brought forward a combination of themes that involved the work of the
president and the women in the position.
present the themes in detail.
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The next chapter will

CHAPTER IV
SELF AND WORK:

BEING A COLLEGE PRESIDENT
Introduction

The purpose of this chapter is to present the data collected from
the seven interviews.

The chapter expands upon the process that

occurred during the data analysis phase.
assumptions,

descriptions,

This chapter presents the

and experiences of the seven women as

individuals in the position of college president.
interview was unique,

While each

it became evident that a number of common themes

began to emerge which connect the seven interviews.

These connections

provide a framework in which the interviews are presented.
I approach the discussion of the data with the feminist assumption
that women are more likely to integrate the self with work and the
work with self than are men.

Within this chapter I look at the

manifestations of self and how the self transcends into work.
orientation is prevalent through the entire chapter.

This

I begin with a

brief synopsis of my posture.
Western thinkers generally subscribe to the theory that western
culture has established the thought that there are two spheres in
which human activity occurs. The first sphere takes place in the
public arena where activity is analytic, rational,
achievement-oriented,

individualistic,

and competitive.

This sphere

of activity was originally the sphere that men utilized and within
this they defined themselves and their work (Forisha & Goldman,
Aisenberg & Harrington,

1988).

1981;

This sphere has become known today as

our work environment and encompasses the general areas that exist
outside the home.

This area was shaped by the experience and values
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of men who were allowed to participate in it.

Chapter II presented

the concept of being an "outsider" in the public sphere.
The second sphere was located in the private arena of the home
where activity was intuitive, nurturing, caring, cooperative and group
oriented.

Within this sphere women gave definition to themselves and

their activity (Forisha & Goldman,
1988).

1981; Aisenberg & Harrington,

The culture that women were able to create and participate in
i

existed only withi*?the context of the home.
The advent of women working outside the home and in the public
arena has placed them in a realm that operates with different norms
than their experience has historically adhered to.
been relegated to the private arena,

Because women have

they have had little to no

opportunity to be participating members of the public arena and
formulate policy that has shaped the foundations of our current
institutions.

Women are outsiders in the public sphere;

thus the

norms perpetuated and currently adhered to in the workplace have a
history of being established without the help of women.

Women have

developed another set of norms that differ greatly from those in the
public sphere.

The integration of women into the workplace has

introduced some of the values and norms that women have established in
their private sphere.

It is the values and beliefs that these seven

women bring into the workplace that I am looking to articulate and
define.
Some would argue that much has changed over the past two decades
and women are welcomed into the workplace as equal partners.

I would

not recommend espousing this idea without restrictions.

it is

Yes,

true that women have obtained employment in the public sphere;
however,

the norms, values,

and lessons they brought from the private

arena have now created a complex situation in which women are forced
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to make choices regarding which set of norms to use in the public
arena.

The history and tradition of the public arena does not support

any of the ideas created in the private arena.
Commitment to Affirmative Action, Equal Opportunity, equality for
all people, both in and out of the workplace has brought forward a new
set of expectations to the work place.

However,

the experiences of

women and minorities have not been internalized in the workplace.
old set of norms,
values,

The

those that have powerful precedent over private

continue to relegate the experience of women to the private

sphere and do not value the many concepts that define the private
sphere.

Women continue to be considered the keepers of emotion and

are unfit to manage the workplace.

There continues to be a division

between the world of work and the world of the individual.
Individuals of both genders are often denied an opportunity to engage
with both worlds simultaneously.
It is with this in mind that I began to look at the interviews as
sources of information and knowledge regarding the experiences of
these seven women in the public sphere.
various aspects of their lives?
their relationships with others?

Did these women separate the

If so, what impact did it have on
Did these women bring the values of

what has historically been considered the private sphere into their
work?
When I began to review the data it became apparent that there were
common threads of discourse and recurring reflections that transcended
the interviews with each of the women.

These threads began to weave

the data into many distinct but related pieces.

The pieces that

emerged from the threads have provided a framework in which the data
can be presented.

The pieces, however independent of each other,
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should not be viewed as separate but rather as an interwoven whole
that reflects the experiences of these seven women.
Statham, Miller,

and Mauksch (1988) use the phrase the 'seamless

of life' when they discuss the second-order qualitative research they
conducted in the area of work.

They reviewed and analyzed thirteen

studies that concentrated on women and work,

and found that the

experience of the women could not be broken into separate pieces but
had a quality that they described as seamless.
Their lives are not composed of easily discernible,
discrete compartments, as conceptualized by early
role theorists.
In contrast, the separate realms
of their lives were interwoven, interdependent, and
mutually reinforcing, (p. 31)
The interviews that I conducted also reflect that seamless quality
in the responses from the women.

The data have taken a natural flow

that brings forward a rich and fluid picture of the experience of
these women.

The feminist approach that I have taken embraces the

idea that it is important to understand the restrictive and narrow
definitions that have prescribed roles for both men and women.

The

presence of women in the work place will not necessarily change
traditional values and motives.

What will create change is broadening

our understanding and the acceptance,

appreciation,

and valuing of the

ideas and motives that women bring to the workplace as women.
I have arranged this chapter to incorporate a natural progression
of the data which lends itself into a division consisting of two major
areas:

The Self in the Workplace and The Work of the President.

The first major section of this chapter concentrates on the Self
in the Workplace.

This section is focused on who the women are.

Keeping in mind the seamless quality of these women's lives,
section includes:
tokens;

(1) career aspirations;

(4) energy and humor;

(2) service to others;

and (5) plans for the future.
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this
(3)

The second major section is be The Work of the President.
section includes:

(1) essential components for managing the workplace

vision and leadership;
day,

This

(2) managing relationships;

(4) decision making;

(3) the typical

and (5) boards and community.

The Self in the Workplace

The seven women I interviewed I had strong presence that could be
sensed immediately.

There was an undeniable sense of self that

spilled out into the room.
of self was prevalent.

In each of the interviews the strong sense

It emerged in a variety of ways but it always

remained in the forefront.

The idea that that sense of self was so

strong in the workplace took me somewhat by surprise.
Who are the women that I interviewed?

I have presented a brief

outline of their general biographical information, but this does not
really tell who they are.

This section is designed to give insight

into who these women are in the workplace, how they got there,
aspirations,

their

and their dreams for the future.

Aspirations

I never really thought about becoming a president.
(President C)

The idea was you grew up, you got married, and you
had babies, but to plan a career, no woman in my
family ever worked outside the home. (President D)
Five of the women interviewed stated that they did not plan to
become a college president;
career path.

it had not been part of their original

However, when the opportunity presented itself, each

walked into the interviews with great seriousness.
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The path to the presidency for all of the woman involved teaching
at the college level.

Being a member of the academic ranks was seen

by all of the woman as important in giving them skills and experiences
needed to become college presidents.

When President C assumed her

first position as academic dean she did not think of moving into
higher administrative positions and eventually becoming a president.
She felt rooted in the academic life of her college.

Likewise,

President A always felt that she would always remain in academia as a
scholar:
I think anybody in academia thinks, I wonder what
it would be like to be a college president.... I
certainly never planned toward it or thought
seriously about it. I expected that I would be a
faculty member the rest of my life. (President A)
Two of the women actively looked for opportunities to give them
the skills and training needed for the position of college president.
The decision to pursue the possibility of becoming a college president
did not occur early in their careers.
In contrast,

one of the women looked back and decided that part of

her training consisted of careful selection,

application, and

admission into a graduate program that was designed to train college
presidents,

although at this point in time the idea of becoming a

president was not cemented in her plan:
I went to graduate school for the basic vocational
training program for college presidents.... And
this is what I was trained to do and I wanted to
do. (President G)
Part of her motivation to seek advanced study was at the
encouragement and insistence from a person that she considered to be
her mentor.

He was the president of her institution.

He clearly

indicated that she was capable of much more and would not have upward
mobility in higher education if she did not obtain a doctoral degree.
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He suggested programs that he considered to be the training grounds
for presidents and supported a leave of absence so she could attend.
By the time she had graduated and left her position for other
employment opportunities,
pursue a presidency.

the seeds had been planted that she might

Several years later she was contacted by her

mentor once again and encouraged to apply for the presidency she now
has.
Although she did feel that she had personally designed and
followed a career path leading to the presidency,

President C spoke

more globally about the accumulation of skills that women in
particular need for the position.

She felt that the progression of

job experience and skill development for woman is critical:
And particularly for woman today, progression is
important.
Each one has given me a series of new
skills which has been different than the ones that
went before it.
And it gets to the point where you
feel a certain obligation to use that accumulated
experience base and perspective base. (President C)
President D echoed that feeling when she discussed her career path
to the presidency.

She did not make a conscious decision early in her

career to become a college president, however,

she had a global

outlook on her accumulation of experience and skills.
I never set my goals high.... But each success lead
to another goal for me. (President D)
The second president (President B) who identified participation in
activities that prepared and encouraged her to move toward a college
presidency took a somewhat different route.

She had accumulated many

skills as she moved forward in the area of academic administration but
the idea to apply for a presidency had not occurred during her early
career.
Whereas President G was encouraged by her mentor, President B
participated in institutes and seminars that were designed to support
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women who were identified nationally as potential leaders in academia
She was invited to attend national workshops and training programs.
After participating in a week long seminar on issues surrounding the
college presidency she began to think about becoming a college
president:
That was the first time that I began thinking
seriously about considering seeking a presidency in
the near future.
I had always thought at some
point later on that might be something I would
think about.
But I came back from that [week long
seminar] and I was somewhat fired up, and thought,
oh gee, I could do the things [that I am unable to
do] as an Academic Dean and I think that I could
have a better opportunity to [to do them] as a
president. (President B)
The active participation in graduate work and seminars gave both
women skills they felt have helped enhance their effectiveness as a
college president.

But more importantly, the programs planted the

seeds that germinated in the initial thoughts of what it would be like
to be a college president.

The programs gave the visibility needed

and the public declaration of interest in the position to be nominated
and encouraged by others.

Although not expressly articulated, the

interviews suggest that the programs gave them the confidence to think
and then act when a presidency that appeared appropriate for them
became available.

During their discussion each of the women spoke

encouragingly about their respective participation in the programs and
how this had helped enable them to visualize themselves in the role of
college president.

However, both verbalized that they did not believe

they would be able to obtain the position of president.
I wanted a presidency... I trained for it... I
never imagined it would happen...(President G) .

I had pretty much given up on thinking that I ever
would [ever become a college president].
(President G)
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Why had the woman given up?

Did the small number of women

currently in the position make them think it was unlikely she would
become a president?

Was it the nature of the job itself?

Was is

because each had not planned early in their careers to pursue this
type of position?

Clearly the experience of the seven woman cannot be

generalized to the total population; however, it is important to try
to understand why these feelings existed.

In an attempt to unravel

questions of this type I decided to look at some of the reasons that
motivated these woman to accept initial interviews for presidential
positions when approached.

Service to Others

When I first began to explore why someone would become a college
president the idea of being in the position to provide service to
others did not appear as a primary reason.

However, many authors

(Daughdrill, 1988; Kerr & Gade, 1986) have written extensively on the
notion of service in the college presidency.

On one hand it makes

sense that the idea of service to others would be a motivator in why
women would seek the college presidency.

The notion of service to

others has been an integral component of fields and occupations in
which women become employed.
Women's work very often includes service to others,
whether to a patient, an employer, or the public,
and generally parallels the kinds of tasks women
are expected to do because of their gender.
Caring
and caretaking are an integral part of many female
occupations. (Needleman & Nelson, 1988, p. 294)
Although the college presidency has never been labeled a women's
occupation, the service component remained a pivotal point for the
women in this study.

The idea of pursuing the position for the good
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of the institution or the good of others

was a central theme as to why

they assumed the position.
President E related that as her career progressed in academic
administration she was not moved or motivated by ambition but more
from a need to stay and serve.

She saw her participation in the

college presidency as a way in which she could have a positive impact
in the field of education and more globally on the country:
I did not have the ambition to be a president.
In
each of my positions I was sought out with the
exception of my first position in academe.
In each
position I felt I had an opportunity to move the
country forward in a way that would have an impact.
(President E)
President E s background in science was merged with education in
hopes that she could influence and improve the quality of education,
and in particular the quality of science education.

In her role as

Academic Vice President at a different institution she felt she was
able to have a substantial impact on the curriculum that greatly
improved the quality of graduates.
Two of the women were motivated to move into the position because
of their dedication to the institution.

President D had started at

the college as a faculty member and had been promoted numerous times.
Her commitment to the academic institution allowed her great
satisfaction and eventually propelled her forward into the role of
president.

When I asked her what she considered doing next, the idea

of another presidency was not even a remote consideration.
And my love is this college not everybody else, ...
but I think when I leave here I leave. (President
D)
President D's presidency was directly connected to her particular
institution.

Although unsure as to when she will retire, President D

feels strongly that she will not move to another college.
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When

discussing her possible retirement she did so in terms of what would
be most beneficial to the college.
I really don't know whether I want to retire.
I
hope that I have the wisdom, when I evaluate that
decision not to do so with my heart, but what is
realistically best for the institution. (President

As part of her retirement plans she discussed the possibility of
doing consulting for other higher educational institution with some
hesitancy.

She had been approached by consulting firms and was

ambivalent about doing that type of work.

She indicated that it might

be more work than a college presidency and she was unsure if she could
work that hard for an institution that she wasn't dedicated to.
Maybe you don't have to love a place to consult for
it, but ... (President D)
A similar sort of dedication lead President A to her presidency.
She had been receiving invitations to consider positions in academic
administration and her response had uniformly been no.

However, when

she was nominated as a candidate to her alma mater, her interest was
peaked at having an opportunity to tell her school how she felt things
should be run.

She decided the interview would provide that

opportunity and agreed to come.

During the interview she rediscovered

the 'great fierce loyalty' she had to her college and decided that she
indeed would like to be the president.
But coming back and feeling this great well of
loyalty to the place was important not only in
persuading me that I wanted to do it, but also I am
sure in the way I explained my ideas about the
place and my vision about the place in a way that
persuaded the trustees. (President A)
It was the draw back to her own undergraduate institution and the
idea that she would be of great service that made her consider the
idea of pursuing the presidency.

She stated that she had numerous

invitations to consider moving into administration but did not foresee
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her first move to be a college presidency.

President A f.lt that this

occurred because the committee was able to grasp and understand her
desire to be an active participant in shaping the future of her alma
mater.

She felt that her ability to identify and see the needs of the

college came through not only in her interview but also in her first
address to the college.
I was able to articulate from the beginning in the
inaugural speech or my first letter to the alumni
or whatever quite naturally an easy identification
with the college. (President A)
The ability to feel the passion and commitment to the institution
is critical to the success of a president, according to Daughill
(1988).

He believes the college presidency is similar to the calling

a clergy person experiences.
institution,

its tradition,

The person must have a love of the
and history.

The visibility of the

presidency does not allow the commitment or lack of it to go
unnoticed.

The passion and love the individual has for the

institution excite others and allow the president to effectively lead
the institution garnering the support and commitment of others.
The ability to give of one's self with a passion was important to
these women.

The presence that I spoke about earlier was expressed

non-verbally when they discussed their individual passion.
passion in their voice,

The

the openness and determination that came

forward when they talked about their colleges showed with their whole
being that they only wanted the best for their colleges.

Whether it

was a commitment to a particular institution, discipline, education or
idea a sense of deep rooted determination could be felt.
passion,

There

commitment and dedication to a set of ideas that valued

higher education could explain why the notion of being a token was not
problematic to any of them.
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Tokens

"Doesn't it bother you that you get a job as
Assistant Attorney General partly because you are a
woman?"
She said, "It was better than not getting
it because you were a woman."
[Barbara Babcock
quoted by President A]
While equal opportunity and affirmative action programs have
existed and helped women move into high management positions,

the

prospects for a women becoming a college president are not great.

The

1986 study conducted by the American Council on Education indicated
that of the 2,105 chief executive officers in American universities
and colleges,

only 200 (9.5 percent) were women and that of those 200,

30 percent were members of a religious order.
Four of the women in this study indicated they were the only woman
candidate selected for the initial interview.

Because of the low

proportional representation of women in the position of the college
president,

it can be said that they may be considered tokens.

Kanter

(1977) discusses tokens in relation to proportional representations of
different populations in organizations.

She identifies four basic

group formations in organizations: uniformed,
balanced groups,
populations.

skewed,

tilted,

and

consisting of the dominant and subordinate

The concept of being a 'token'

is founded in the skewed

group where a person is not a member of the dominant group (i.e.,
white male) and therefore is viewed as representative of a category
(i.e., white female, black male, hispanic female),
individual.

rather than as an

The number of tokens within a group may vary from one to

less than 15 percent depending on the size of the group.
number of tokens increases,
increases

(Kanter,

Once the

the potential for having a balanced group

1977).
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For many of these women,
respective institutions.
something new.

they are 'first woman'

For President C being the 'first' was not

She had been the 'first woman'

previous positions.

at their

in several of her

Entering into each of these positions she felt

she was able to acquire new skills and challenge herself.
I have been the first of something several times.
Each one is a new environment. (President C)
However, being the 'first'

can also have its limitations.

President C commented that the majority of her introductions
concentrated on the fact that she was the 'first of this,'
'first of that'

or the

and not on who she was and what she could bring to the

position.
It became very clear to President G during the initial stages of
her interview that she was the only woman being interviewed for the
position of president.
by being a token.

She then decided that she had nothing to lose

Her goal was to get a second interview.

I started asking some questions about who was being
interviewed and found out that I was the only woman
being interviewed and in my own mind decided, ah
ha, I am their token.
Therefore, I have absolutely
nothing to lose.
My goal is going to be to get
that second interview. (President G)
If she obtained a second she felt that she would be able to
connect with the committee members and demonstrate who she was and
what she could bring to the position.

It was her hope that during the

second interview she could show the search committee that she was a
viable candidate for the position and not merely a representative of a
group normally not interviewed.
At the national level women make up 9.5 percent of all college
presidents. According to Kanter (1977) this percentage is too small
for college presidents to be considered a balanced group.
remain a visible but small minority.
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Women

Always being the "first

or the

only" adds another set of pressures to an already demanding
profession.
For the women college president there is a visible difference
between themselves and the dominant group, white men.

History and

tradition have created a tension that does not support or encourage
groups to bridge and lessen the distrust and misunderstanding that
occurs.

Because of this,

the dominant group has remained in a

position that allows a distortion and generalization of sterotypes
(Martin,

1988) regarding the capabilities of women in the position of

college president.
It is my perception that the women in this study recognized the
institutional discrimination in higher education on a variety of
levels and looked for ways to actively change this.

Their passion and

commitment to themselves, others and education makes them effective
leaders and change agents.
For these women the idea of change was not threatening.

They

looked at their position as president with an eye to the future.

That

future did not necessarily entail a progression of moving into larger
colleges or universities.

As the "first" and "only" of many things

they were able to visualize themselves in a variety of new roles when
they felt the need to leave their presidencies.
During the interviews I was struck by the warmth and friendly
nature of the women.

There was a lightness in their general

conversation that I was able to hear while waiting for the interviews.
They did not distance themselves from people and they were not afraid
to laugh.

Humor appeared to be very important.
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Humor and Energy

One last word:
The leader should not take himself
or herself too seriously.
He or she should
maintain a sense of humor.
Seeing what is comic
even in ourselves, is the best antidote to
pomposity and pride. (Hesburgh, 1988, p. 8)
The idea that a college president must have a sense of humor was
directly mentioned or implicitly expressed by each participant at some
point during her interview.

Although none of the women spent a long

period of time discussing humor, each expressed that it was essential
to have a sense of humor if one wanted to remain balanced within the
job.

President G commented:
The presidency is the most absurd job in the world,
and you can't operate here without recognizing that
absurdity and be willing to laugh at the bizarre
rather than being frustrated by it. (President G)
While mentioning that a sense of humor was one component needed to

maintain a sense of balance in the position of president,
reflected in greater depth on the topic.

President G

Her reflections add a more

direct observation regarding her perception of what skills a college
president should possess to be successful.

She states that the

expression of humor shows that the individual can allow him or herself
to be who they actually are;

and therefore set an institutional tone.

So, I think a sense of humor is crucial.
To me
once again a sense of humor comes from feeling O.K.
about who you are and what is going on.
(President
G)
She felt so strongly about working with people who are able to be
themselves that she said she would not work for someone who did not
have a sense of humor.
During the interviews I spoke with each of the women about what
characteristics and qualities they believed were needed to have
someone be successful as a president.
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President D spent some time

talking about some of the qualities she thought were needed and during
this discussion she gave an example of a college president who she
felt was successful.

After analyzing the leadership style of that

president she brought the issue of humor into the forefront of the
conversation:
_ doesn't have a very good sense of humor;
other than that _ is a very effective college
president. (President D)
With President D,

the idea that a sense of humor is critical to

being an effective college president was once again reinforced.
President E expressed the idea that the position of college president
in and of itself is frequently humorous and having a sense of humor
will only enhance the president's ability to do his or her job.
The life of a college president is very funny.
One
must have a sense of humor to survive in this
position.
One must be able to see the humorous
sides of all events. (President E)
The job of the college president is multi-faceted.

There are many

aspects of the job that can be controlled by the president or her
staff.

However, many of things that occur are simply unavoidable and

can be very frustrating and annoying.

The complexity of the position

and the many frustrations and demands were brought very clearly to the
surface during the interview with President C.
be discussed in depth later in this chapter.

The conversation will
However, when President

C was discussing the frustrations that occur within the job she
unintentionally demonstrated her own extraordinary sense of humor when
she said with a laugh:
When all else fails, you will have that to fall
back on. (President C)
The sense of humor that the women possessed was rivaled only by
the abundance of energy demonstrated by all the women.

The pace of

the presidency is demanding and long days are only the beginning.
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i.moiS f1"* °f a11 there are things that appear
superficial but I think are important.
High
energy, the ability to deal with lots and lots of
different issues, almost at the same time.
(President B)
On the surface,

a high level of energy may not be one of the first

thoughts that crosses your mind when you think about the college
president.

It is one of the pieces of the internal reserves that each

of the women spoke about.

All of the women commented on the endless

nature of the job of college president.
"relentless" to describe the pace.

President F used the word

And with a humorous laugh

President B stated that the college president has to have "High
energy,

the ability to keep moving and not get tired".

The humor and energy that are needed to take on the job of the
college president gives a glimpse into what the position entails.
Along with the many skills they bring to the workplace, humor and
energy are essential to success.
The lives of these women have a flavor of fearless independence,
that is not isolated,

alone or sad.

The humor and energy they possess

have helped them be successful in their work.

One part of this

success is their ability to reevaluating their success and then move
on.

The last common thread that I will discuss is the idea of letting

go-

Letting Go

I think that this is an experience [the college
presidency] that I will be able to let go of and
say: 'O.k. I did that, now I don't need to do that
anymore.
I don't want to do this the rest of my
life.
I have no desire, I do not want to do this
in another school.
My ambition doesn't include
moving up into bigger and better. (President G)
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The idea of not moving up is somewhat foreign to the American
notion of success.

There is a progression of movement up a career

ladder that symbolizes success.

If one subscribed to the theory of

success is equated with moving up than one might begin to wonder what
is wrong with these women?
standard American Dream?
than those of the norm.

How come they are not participating in the
The motivations of women can be different

This section illustrates this.

President A attends a yearly meeting of women college presidents
in the surrounding area.

This provides her a unique opportunity to

share ideas and concerns with other women in similar positions.

The

group has been meeting over the years and most of the members have
been in their positions several years.

During the 1988 meeting the

group was discussing what their next position might be.

President A

said this was the first time in her memory that the this type of
discussion had taken place.
We began to talk for the first time in my memory of
the group about what we might do next.
And it was
interesting to me that the people were in general
sort of way thinking there are a variety of
possibilities but nobody had definite plans.
We
all said to ourselves, look if there are going to
be anymore presidents of large universities who are
women than this is an obvious pool from which they
could come. (President A)
That sequential progression of going on to something larger did
not exist for this group or for the women I interviewed.

President A

did talk about assuming another presidency when the work was finished
at her current school.

She did not foresee this occurring in the near

future and had not seriously considered looking elsewhere.
I think every one of us thought it is conceivable
that someday I might be a university president.
It
is not out of the realm of possibilities and it is
certainly something that has some attractions, but
it is not as though everyone of us has sort of set
our sights on doing that as the obvious next step.
We all thought about it might happen but none of us
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feel, O.K. I am grooming myself to be president of
University X in my next life stage.
That is just
not the way we are working. (President A)
For these women it was completely acceptable to be a college
president because an opportunity was presented that each decided to
act upon.

For all of the women the important thing was to be able to

personally impact that situation.

The fact that only two had planned

early in their career to become a president had not lessen the feeling
that they needed to respond to the invitation to try and become a
college president.

They all felt they could bring the skills needed

to effectively manage the role of president.

The position had a

beginning and an end point. The ending and inevitable separation from
the position was difficult but it was considered to be an important
thing to do, not only for the good of others, but for the good of the
institution.

President G, who had just announced her resignation from

her institution,

commented:

It is hard to leave.
It is hard to leave _,
but you can't be a college president forever.
It
is not good for the institution. (President G)
The next section of this chapter builds on the self and
concentrates on the nature of the work.

Within this section the

common ideas that emerged focused around the idea of vision and
leadership,

typical day, management styles,

and decision making.

The

seamless nature of the lives of these women have brought forward the
components of self into the work experience.
on the work,

Through the reflections

the issues of the self can be seen.
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The Work of the President

I am not going to be remembered for policy XYZ that
was implemented.
I am going to be remembered as to
whether or not I was fair, whether or not I was a
good representative for the college, whether or not
I got along with people. (President G)
What is the work of the college president?
If so, where?
endowments?

Is to to inspire others?

It is to lead others?

If so, how?

Is to increase

The work of the college president is more complex but the

idea of leadership is always lurking in the background.
It is a gross understatement to say that much has been written on
leaders and leadership.

Volumes exist in the library on what it takes

to be an effective leader and many are in direct opposition to each
other.

The effective leader has traditionally been portrayed as a

silver haired, white man,
passionate,

strong-willed,

thin, handsome in an interesting way,
alone,

and always deeply alone when

struggling with a difficult decision.
The women I interviewed were not silver haired white men.
However,

they were passionate,

interesting way.

strong-willed and handsome in an

They did not talk about being alone;

about working with others in a collaborative way.
about making difficult decisions in isolation.

they talked

They did not talk

They talked about

creative problem solving and involving many people to identify and
resolve problems.
This section of the chapter is entitled "The Work of the
President".

The topics included here

management styles,

decision making,

are:

leadership and vision,

and managing the job.

Within

these topics the seamless nature of the women and the work continues
to flow.
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The topics are presented in a way that the conversations will run
from general to specific.

The first topic and the most general is a

reflection on being a leader and creating a vision.

Leadership and Vision

Although there was some joking and laughter about actually
becoming a college president, all of the women articulated very
clearly what skills they felt their successor should possess.
these skills were specific to their particular institution,

Some of

such as

having a understanding of the mission (President F) , but others were
more general.
At this point in each of the interviews,

the sense of mystery and

surprise surrounding the presidency each spoke about earlier in the
interview had vanished. The idea of being a leader and providing a
vision for the institution was now central to the discussion.
What is effective leadership for a college president?
it look like for the individual?
institution?

What does

Does it make a difference in the

The seven women I spoke with talked about leadership in

both an abstract behavioral ways.
In her discussion of the college president,

President E

had some

very clear ideas that the president must be an inspiration to others:
The president must lead and inspire others.
This
is not very tangible.
It is that consistent
ability to motivate others, to provide a vision for
the institution, that is critical. (President E)
She went on to further explain that she saw the era of the
internal president coming to and end and the role of the president now
expanding outward.

The internal president had an inward focus

directed primarily toward the campus.
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President E felt that the

internal focus in the sixties, due primarily to the student movements,
had given way to legal issues of the seventies.

Now in the eighties

the president was acting more as a fund raiser and a manager.

In

order to effectively perform both roles the faculty and the board of
trustees must believe in the credibility of the president and reflect
this belief outward to the public.
The credibility of the institution is portrayed by
the president.
The institution will not be
supported internally if the faculty does not feel
the president has credibility.
You can not have an
effective president without them being able to
establish credibility with both the internal and
external consistencies. (President E)
In the past the presidency was considered by many to be an
academic interlude.

A place to spend some time between things.

President G felt strongly that the college presidency not be
considered an academic interlude.
leader of the college.

The president of the college is the

She or he is the person who provides

leadership and vision to enable the institution to move forward in a
particular direction.
The president today must possess skills not thought about in
earlier times.

In addition to possessing leadership ability that will

unite and move the institution,
of legal procedures,

the president must have a keen sense

good organizational skills, and a strong

knowledge of a variety of managerial functions.

In short the college

president must be able to communicate effectively and collaboratively
with a variety of people on a variety of issues (President G).
The idea of collaboration was not alien to these women nor was
collaboration in conflict with their concept of leadership.
women,

To these

collaboration signifies working effectively with others to

achieve an end.

Collaboration is what made leadership happen.

Collaboration comes from a place deeper than a technique for
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management.

The desire to work in a collaborative method with others

is woven into these women's personal values and became part of the
framework from which they manage,

lead and inspire others.

President C was afraid that some people view collaboration and
work with consensus as weak leadership.

She also felt the majority of

the population still identifies the leader as someone who dominates
and directs.

She saw the leadership of the president in a different

light, not as directing but as working with people in a collaborative
manner so that ideas, programs,

and philosophies could be built into

the institutional framework instead of resting with a single
individual.

It was important to President C that programs and policy

become institutional instead of individual.
It is far better
take root in the
being identified
it will survive,
who fades in and

for something to be encouraged and
institutional process even without
with the person because that way
than if it is tagged to one person
out the scene. (President C)

The strength of a program should not be located in an individual.
President C talked about some of the early visionaries who were able
to be very dictatorial;

she felt that could not happen today.

...1 think we have gained much more with
participation, with much more awareness of the
power the total institution puts together.
(President C)
Like the early visionaries this new generation of college
presidents needs to have courage.
discussed by President D.

The idea of having courage was

She used the word courage when she

described the effective leadership of the college president.

She felt

that the person must have a strong sense of self and not be afraid to
question all situations.
I think you have to have somebody who has courage.
You can't have somebody who is afraid of his or her
own shadow.
It should be somebody who has the self
confidence never to need that job. (President D)
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President D spoke very firmly about the college president being in
a position that would never entail compromising his or her dreams,
visions, or goals for the institution.
AH of the woman spoke about having a vision or long range plan
for their institutions.

Two were in the process of completing a

document that would provide a guide for the institution in the
upcoming years.

Others spoke about their involvement in helping

implement plans that were already established at their institution.
President B felt it was important to be viewed as a part of the team
that provides the vision and direction of the college.

She saw part

of her role as the person who could provide the strong leadership to
the team.
I also think that it is important to provide strong
leadership in that there is somebody saying that
this is what.
Identifying that this is the
direction that we need to go and having that kind
of vision for an institution. (President B)
She combined strong leadership with her philosophy that there
needs to be a collaborative effort of many people in the institution
to realize the vision and then to make it happen.

Strong leadership

can provide the catalyst for implementing the vision that has been
derived by much work and communication between all members of the
college community.

Like President A she also felt that a large part

of her job is:
Working with others to implement a particular kind
of vision of what I think education at _ ought
to be like. (President A)
The women talked about the person in the presidency as someone who
could think, use vision,
to the situation.

and act in a manner appropriately reflective

The participants discussed the importance of not

viewing issues or situations as having a one single solution but
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rather as an integral piece of a puzzle that could have many
solutions.
Somebody who is a fairly complex thinker.
Not
somebody who sees it along the terms of right or
wrong, yes or no, good or bad.
You can't operate
in this type of position and be a simple thinker
You can't.
(President G)
President G expressed what she sees in contemporary society as a
need to break everything down into simple parts and that the college
president must realize that this is not applicable to her position.
For the president there are no simple choices or simple solutions.
Things cannot been seen in 'black and white'

and to be effective in

the position of president there must be a salient expression of
thought and action reflecting this.

President B related a situation

regarding the photocopy equipment for her institution that serves as a
good illustration.
equipment:

She had been hearing rumblings regarding the

lack of it,

lack of access,

and improper placement.

In the past what has happened is the Dean of
Administration makes the decisions about where the
machines (photocopy) are, how people can use them
and all regulations.
Apparently this has created a
lot of friction over the years.
I happened to have
a breakfast recently with a group of secretaries
across departments and one of the discussions with
the secretaries was their complaining about the
copying situation. (President B)
After careful thought she decided that there needed to be a
decision and recommendations regarding photocopy equipment made by the
people who utilize the equipment most often.
The kind of thing we have to do is we have to get
the decision, the recommendation, made by the
users.
We don't do enough of that.
We make too
many decisions at a top level.
So, I asked this
woman who does a lot of our purchasing work to work
with a subgroup of secretaries from different parts
of the campus to examine where the copiers are,
what the demands are, what their problems are in
using them and to come up with what kinds of
suggestions on how we could improve the situation.
(President B)
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What makes this so different?

Some might say that she has taken a

small problem that will always have complaints and turned it into a
larger problems with a committee and made it an on-going issue.
people would choose to resolve this by themselves.

Some

A single decision.

She, however, chose to resolve this with many people in a process that
takes time,

energy and cooperation.

What prompted her thinking to

move in this direction?
the formation of the the group moved the decision making to
a level where people "actually see the problem and work with it,
to identify a solution"

(President B).

Instead of administrators

making the decision regarding copy equipment,
placed in the hands of secretaries.

the decision-making was

This represented a change in the

thinking and the way of doing things in the institution.
than not,

try

More often

decisions are made by administrators often removed from the

problem, not by the individuals involved in the operational functions
of the work.

Approaching the problem in this way broadens the array

of possible solutions.

More importantly,

it creates a climate of

inclusion where people feel important and valued.
Secondly,
staff morale.

she saw the subtle parts of the issue that included
She did not view the issue as simply the use and

placement of the copy machines but more as a staff process problem.
President B saw an opportunity in which she could encourage and move
the staff at a variety of levels to become involved and make decisions
in a collaborative way that would affect the quality of their
worklife.

She opted for a process that included many individuals and

opened the door to a lot of ideas that might not have ever been
considered.
Leadership and vision,
guide for.

are two very difficult ideas to develop a

The comments from the women were broad-based, with the
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themes of collaboration binding them together.

The idea of

collaboration and consensus can be seen in another light in this next
section where the

typical day of the seven women is presented.

Typical Day

A typical day, I'm not sure what it is.
in my business. (President B)

They are busy,
(President C)

It is not

that is typical, very very busy
J

J

y

A typical day.
I don't know if there is any such
animal. (President G)

In trying to capture and record perceptions about the workplace of
each of the seven women,
her day.

it made sense to start with a question about

When asked to describe a typical day, all of the presidents

spoke about the various types of activities that occur during any
given day.

President G stated:

I don't think there is anything typical [describing
days] except the variety and the wide range of
issues that you have to deal with on any given
moment. (President G)
The descriptive accounts given by the women fell into a pattern in
which three of the presidents were able to group their days into types
according to the activities that occurred.

Although the theme of

'nothing being typical' was stated by the other participants
(President G,

B,

E,

and F) ,

a review of the days'

activities listed by

them fit into the first type of day described by President A.
President A related that she had basically three types of days:
(1) days on campus with scheduled meetings;
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(2) days when special

activities took place on campus; and (3) and days spent traveling for
the institution.
The first type of day she said occurred most often.

This

consisted primarily of being in the office and having appointments
scheduled on the hour or half hour.
One typical day would be a day like today when I am
spending time in the office and have appointments
scheduled every thirty minutes or every hour.
(President A)
The composition of the meetings varied from individual
appointments with staff,

faculty, community members,

and students to

committee meetings and standing group or individual meetings.
between the scheduled appointments,

In

she would utilize the five or ten

minute blocks of time to obtain information, clarity, or insight on a
situation, project,

or problem on the campus.

Once a week during this type of day,

President A would "X out" a

morning in which no scheduled appointments were made.
allow her time to catch up on phone calls and mail.

This would
It also gave the

added flexibility she needed to see people without previously
scheduled appointments.
The second type of typical day described by President A was one in
which a special event occurred on the campus. These were less frequent
and usually occurred once or twice a month.

Often,

the entire day

could be taken up by the special event.
For example the Board of Trustees or the Alumni
Council is here or whatever.
On this second kind
of day there is an official event on the campus.
[They occur] once a month.
They are important and
they are different. (President A)
President B did not group her days into particular types but
articulated the day's schedule which she felt was very reflective of
what she would call a typical day.
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Today, [Pause] I'll give you an example.
I started
out by going to a Chamber of Commerce Board Meeting
a*" ^ • 30 [a.m.].
That was after I got my son off to
school.
I came to the office for a cable
television interview.
Then I had a couple of
people on campus [meet with me] about academic
issues and after that I went to an editorial board
meeting down at the local paper with the publisher
and editor.
I came back and met with our staff
person for our planning document to try and put
together the last pieces so that we could have it
ready for this presentation with the Board of
Trustees.
And then I meet with the Dean of
Administration... (President B)
The example she gave was similar in content to that of President
A s most frequent type of day.

The day contained a large number of

meetings, with the majority planned in advance.

Like President A,

she

stressed the variety of activities that occur during any given day.
President G also outlined her day which was similar to both
President B and President A.
of most days,

Although she did not consider it typical

it did include many of the activities that other six

women had considered typical.
Today is not even typical, because you are here
this morning.
I am going to be running the
academic affairs meeting at noon and then I have a
city's and schools' meeting this afternoon.
Yesterday, I had a couple of meetings in the
morning and then some meetings in the afternoon off
campus, and one last night up in _. Tomorrow I
have appointments all day long, both with
individuals and groups. (President G)
Both President B and G described their day as varied and full with
meetings and appointments.

The activities were similar to those

grouped by the other presidents.

President D, however,

added a

humorous touch and comment that was echoed by all the women.
There are never two days the same.
It [problems,
people, situations] can come from all directions.
(President D)
No matter how routine a meeting occurred or an event happened,
dynamics of the day and the participation level of those involved
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the

would make that situation unique,

thus creating a typical day filled

with exclusive and particular situations.
President C also grouped her days into two types that were
consistent with President A.

She spoke about the amount of traveling

that seemed to be an inevitable part of the position.

All seven of

the women talked about the amount of time spent off campus traveling.
About 20 percent of my time is spend behind the
wheel of a car. (President C)
Spending time off campus was described as an unavoidable aspect of
the job.

The amount of time that each individual president spent off

the campus was determined by the activities that she was currently
involved in or needed to participate in (i.e., campus development,
community networking,

conferences, academic symposiums, etc.).

As in

the case of President F she felt her primary responsibility was to
fundraise for her institution and the work of her capital campaign
took her off campus frequently.
I never really was on campus very much. I
felt my job was to raise money and do the
campus work and to insure that there were
people on campus to whom I could delegate
responsibility. (President F)

think I
off
very good
real

Embedded with the wide range of activities included in the typical
day,

there was a shared experience of moving quickly from one thing or

another or "switching gears".

Switching Gears.

All of the women included as typical the ever

changing daily activities.

President A talked about the pace of the

day in which she felt there was a continual switching of topics, work
and pace.

As President B talked about the number of things she deals

with during the course of the semester,

it became apparent that she

saw the major piece of dealing with many issues not in the issues
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themselves but more in the individuals who brought the issues forward.
She was able to recall conversations with people around specific
issues.
Lots of people say to me, I don't see how you can
shift from one thing to another and remember this
conversation we had months ago. (President B)
To her the speaker of the information was as important as the
information.

She did not feel that the ability to shift from one

thing to another was special.

She did feel, however,

that this

ability was crucial to successfully keep up with the many facets of
her position.

She felt it was always very important to remember to

connect the issue to the speaker.
During two of the interviews I was able to personally experience
the "switching of gears".

The first episode was with President G and

the second with President A.

During the interview with President G we

were discussing what a typical day was all about.

During the

discussion there was a knock on the door and a man entered.

Before

President G had an opportunity to ask him to come in, he had already
entered.

She stopped our conversation and said hello to the man.

He

did not acknowledge her greeting but proceeded to request information
regarding a particular memo.
up,

President G listened to the request,

crossed the room to her desk,

requested.

got

and gave the man the information he

After his request had been heard and responded to, he

excused himself for interrupting and left the room.

She returned to

her seat and started back into the conversation that we were having
without skipping a beat.
During the interview with President A the telephone rang
approximately ten minutes into the interview.

As the phone started

ringing she was discussing the history of her college and the hiring
of the first male faculty member.

She stopped her sentence mid
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stream,

"the first male," apologized for the interruption,

left her

chair and walked approximately 15 feet to her desk to answer the
phone.

She spoke briefly on the phone (no more than 30 seconds),

then

walked across the room to her seat and completed the sentence "...was
a professor of music".
Throughout the interviews it was clear that all of the women
possessed an incredibly high level of energy that is needed to deal
with the multiple situations gracefully.

It also seemed as if they

were able to perform just about any task on a moment's notice.

In a

jovial manner President F expressed the idea of doing a variety of
things,

depending on need,

responsibilities to be.
do anything" .

as part of what she perceived her

She felt she should be "able to pitch in and

The ease in which one can move from topic to topic or

situation to situation was considered to be not only helpful but
essential to making it through the multi-faceted day.

The 'switching'

of gears was not verbally expressed by the women as a problem but more
of an exhilarating component of the position.

It was also spoken of

as a way to use creative energy and problem solving.
As a group,

the presidents described how an integral component in

successfully handling a wide variety of situations was the ability to
rapidly understand the issue or issues at hand and determine
appropriate solutions.

President B described this as the ability to:

To move quickly from issue to issue, to assess
things quickly and to see the salient issues.
(President B)
This was seen as a substantial change from previous mid-level
management and faculty positions in which she was able to deal with
with issues and situations in a sustained manner over a period of
time.

Understanding the issue is important to these women, also

understanding the person who brings the issues forward in relation to
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his or her environment is of equal importance.

This connection is

reinforced in the interview as the women expanded the conversation and
the idea of inclusion became clearly pronounced.

Inclusion.
their positions,
their day.

As I listened to each of the presidents talk about
I begin to visualize a sense of depth and variety of

The typical day is indeed repetitive in its general form,

but also individual and intricate in the presentation and manner of
situations.
problems,
doors.

It is one thing to be able to deal with a variety of

situations,

and personalities that cross each of the woman's

This takes good organizational skills,

an astute staff, an eye

for detail.
But those are not the things that make these women stand out.
When they talked about the many things that happen each day they
referred to a climate that allowed people to feel included,

important,

and part of the organization.
What stood out and made a difference was the commitment each of
the woman expressed in her own particular to truly involve people at
many levels and thereby create a climate where people not only felt
included but were included.

The idea of inclusion was discussed by

some of the women in a very straightforward manner.
naming the process

'inclusion',

Others, not

talked more generally about being open

and accessible to their staff and various constituencies.
One component that is crucial in fostering a climate where
individuals are heard is the capacity to understand and acknowledge
the unique dynamics and set of circumstances each individual brings to
the workplace.

This adds to the complexity of their work but the

presidents clearly acknowledged that each person who comes to see them
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ultimately feels that his/her issues are of paramount importance and
the president should be able to understand them.
Everyone who comes in here has a priority and, for
the time that they are in my office, I have to make
it my priority. (President B)
The ability to deal with various issues and to see the priority
that each person brings to a situations enables the presidents to
create a climate where people feel included.
President G felt that her broad experience in higher education had
enhanced her ability to understand and incorporate the viewpoints from
many constituencies when making decisions or deciding on policy.
During her career in higher education she had served in many
capacities ranging from faculty to clerical duties.
I pride myself in being able to see things from
other people's point of view. (President G)
Creating a climate of inclusion was something that the women spoke
strongly about.

They felt that this climate should exist at all

levels of the organization;

that it is very important and should

become institutionalized, permeating the college.

This climate of

inclusion is captured in greater detail in the next section which
presents the thoughts and actions of the women as managers.

Management Style

Management amounts to being able to get a group of
people to work cooperatively and energetically
toward the attainment of the common goal.
(President D)
When I asked the women about their management style,
"meaningful collaboration"
women expressed,

(President B) kept recurring.

in a variety of ways,

the idea of
All of the

that they are involved m a

collaborative process with the various individual and groups on their
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campuses.

This process is not stagnant and it is reflective of a

management style that is not singular in its approach.

The style

brings forward a deep commitment to being involved in a cooperative
enterprise with a variety of people.
The women wanted to have people enjoy themselves at work and felt
it was important to make their institutions a "happier place for
people to work"

(President A).

trivial, however,

On the surface this may appear

it is reflective of a deeper sensitivity that

involves creating a work climate that is positive.

Ways in which this

climate can be created involve: hiring the correct people,

expecting

and demanding input from the staff, helping people think through
ideas, having individuals take responsibility, and maintaining open
and honest communication.
All of the women spoke indirectly about connecting with the
individual.

President D felt that it was important for her try to

know each person who worked at her institution.

She felt that this

connection with the individuals of the college help create a climate
that centered around inclusion.
Another component in creating a management climate that stressed
collaboration was the ability to find the right person for each
position.

President A talked about the difficulty of the day to day

management issues surrounding hiring.
Most difficult sort of day to day sort of thing is
always for me personnel issues.
Finding the right
people to do the jobs and making sure they feel
supported and [are able to] work through with any
difficulties they may have [is never easy].
(President A)
For many of the women involvement in the hiring process provides
an avenue to reinforce their vision and the institutional climate they
are trying to create.

However,

the level of interactive involvement
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in the hiring process varied for the women.
involved with very few hirings.
hirings.
screening,

President G chose to be

She became involved at upper level

She enjoyed working with the committee charged with task of
interviewing,

and recommending potential candidates.

I have been involved [hiring process] with the ones
that I consider to be most crucial to the
functioning of the institution.
I think it is real
important.
We are making multi-million dollar
decision when you hire someone so it has to be the
right person for the right reason. (President G)
Participation in the hiring process varied for the women.

If I

placed involvement on a continuum with President G at one end,
President E would represent the opposite end.
campus hiring is extensive.

Her involvement with

She interviews the top three finalists

for all faculty and professional staff positions.

She feels that her

involvement at this level is important and this is one way she can see
if the people being hired share the institutional goals she has for
the college.
I also interview the three finalists for each
position on campus.
This is for faculty and staff
positions.
I devote one hour to each of the
interviews.
I feel that this is important for the
college.
The college works well because of the
people who are here. (President E)
All of the women stated that the fit between the organization and
the individual had to work for both parties.
growth of both the college and the individual,

This fit encouraged the
thereby benefiting all.

It's not that I have trouble with hiring or firing
of people but more that it is such an amazing
challenge to find just the right person for each
post. (President A)
This challenge to find the right person is considered critical for
both the college and the individual.

President E remarked:

It is easier to correct things before they happen
by interviewing all the candidates than to have to
deal with a person who has invested his time and
career at the college. (President E)

103

The involvement in the hiring process is reflective of the women's
desire to set the vision and climate for their respective
institutions.

It provided each with an avenue to participate in the

hiring process to bring individuals on campus who would reflect the
vision and goals of the institution.
My priority for the institution includes
maintaining the quality and reputation therefore
being careful about who we hire out here.
(President G)
The implementation and realization of the goals and visions
created by the president are accomplished by the staff of the
institution.

The women described and named this group a team; and the

process in which they worked a collaborative effort.

The Collaborative Team.
new to any of the women.

The idea of being a part of team was not

President C reflected back to her previous

experiences and felt that she developed a collaborative team style in
her previous positions.
Well, I tend to be a team person and I think that
comes out of particular my experience at
_. (President C)
President C went on to explain that for her being part of a team
involves the ability to delegate.

She saw delegation as an excellent

management tool and commented in a very upbeat manner that she pays
good salaries to her staff and therefore shouldn't have to make
decisions for them.
I tend to delegate and believe that I should get
out of the way.
Because we are paying people very
good salaries to take responsibility and I don't
see why I should first of all pay those salaries,
and than have to make the decision for those folks.
So I see the people in my work as a team.
(President C)
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It was wonderful to hear each of the women talk about the feelings
of admiration they had for their staffs.

All of the women expressed

that it was important to have a good staff and it was equally
important to encourage and nurture them.

The style in which the women

chose to work with their staffs also had a strong orientation to
understanding and developing the process in which people could work
together.
President C indicated that she has preference for working with a
group that strives to reach consensus.
I much prefer to get that team to arrive through a
process of discussing internally with the cabinet
or any other group to get to the point where we
have agreed on what would be appropriate response
for the institution as a whole.
(President C)
When decisions are reached this way there will be a wide range of
support within the institution for that particular decision.

The

ability to have a process that allows people to voice opinion and
participate in the formulation of the outcome will provide the ground
swell that is needed to carry the decision or policy forward.
President E and President F agreed that in any given situation
there is a need to bring together the appropriate person or group to
act.

President F felt that it was important for each campus to

establish a clear governance process that would insure that
collaboration occurred with the essential personnel.

She talked about

the openness and clarity of the governance process at her campus and
felt that the process had assisted her in working collaboratively with
others.
There is a very clear governance process of that
you know who you have to collaborate with.
(President F)
To demonstrate her point she gave an example that involved working
on improving a particular physical aspect of the campus.
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For this to

happen effectively she need to have the various physical plant people
included.

She also looked to involve other standing committees on

campus not related to the physical needs of the campus.
These groups are generally in touch with the campus
and have a good sense in what direction to go and
you wind up making better decisions. (President F)
The involvement of a wide variety of people on any project enhances
collaboration and provides the ground swell of needed support that
President C spoke about earlier.

The collaborative team has the

abiiity to institutionalize ideas, and

visions put forward by

creating and implementing policy and procedure.
team reflective of the values of the 'private'

Is this collaborative
sphere discussed

earlier?

Women's Perspective.

Can the ideas and values brought forward by

women in the early acculuration of the private sphere survive and
flourish in the world of higher education?
President G spoke about the importance of bringing a feminine
perspective to higher education.
need to take the ideas,
the

'private sphere'

education.

skills,

She spoke very clearly regarding the
and experiences developed by women in

and incorporate them into the 'public sphere'

of

She saw this a shift from the way things had always been

done.
I think it is a matter of priorities, different
kinds of priorities and integrating [these ideas]
to bring the experience of women and minorities
into the curriculum. (President G)
President G indicated that the inclusion of the values, priorities
and experiences of women and minorities were very different from
becoming separate from men in any sense.

The inclusion of these

groups would give the institution a new and varied perspective from

106

which to look at things.

The issues and concerns of minorities and

women often become 'add on's'

to the institution's agenda and are

often seen as separate from issues and concerns of men.

The inclusion

of the ideas and concerns would bring a new set of priorities to
higher education.

Taking the time to look in depth at the foundation

and roots of higher education helps one see that the method in which
it now functions has excluded many groups of people.
Because it is very easy for white men in particular
who I think have only had to operate in their own
sphere of reality to forget that there is another
reality out there.
I think we need to bring that
other perspective. (President G)
✓

By bringing the world of the 'other'
the values,

traits,

into higher education many of

and ideas that have been defined as female can be

easily incorporated.

The ideas of caring and intuition were two that

President G discussed.

She saw these ideas as alien to the world of

higher education and believed that they are not and should be
considered important in all aspects of higher education.

However,

incorporating the values of intuition and caring enhances the climate
of inclusion that President G stated was needed for an institution of
higher education to operate effectively.

Operating effectively in

some cases means changing the organization structure from multiple
levels or hierarchical to few levels frequently called a flat
structure.

Flat vs. Hierarchical.

In spite of the collegial nature of

education, higher education institutions have maintained a very
traditional hierarchy.

Most institutions of higher education have a

rigid hierarchy in both the administrative and faculty ranks, one that
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does not encourage broad participation.

One aspect of creating a

climate embracing inclusion of all is to flatten the organization.
President B clearly states that it is her intent to flatten the
hierarchy at her college.
We are trying to flatten the organization, get rid
of the hierarchy, listen to people and involve them
m the decision making process. (President B)
President B stressed the change from a rigid hierarchy to a flat
organization as a way to move the decision making process from a top
central point.

A flat organization require the involvement of people

from a wide variety of work enviroments in the decision making
process.

Because of the emphasis on involvement from individuals

working where the problem occurs,

the greater the probability of

strong involvement and commitment to the decision or action decided
upon.

The local control of problems eliminates the bureaucratic

maneuver of referring the problem within the hierarchy can be avoided.
One president commented on her dislike of people who choose to
rely on moving within a hierarchy to block others or to manipulate a
situation.
I am allergic to people who stress hierarchy and
lines of authority and use sort of bureaucracy and
flattery to get what they want. (President A)
In trying to flatten and broaden the institution more
representation can be obtained in all areas.

People with a vast array

of skills and experiences can participate in decision making and
problem solving.
its drawbacks.

This can be incredibly exciting but is not without
The next section on decision making repeats the

importance of collaboration and offers some additional nuances on the
collaborative process.
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Decision Making

I guess a combination of collaborative and decisive
ut not authoritarian.
I tend to work very much
with people, but I don't have a whole of patience
for processes that drag out a long long time.
And
I don t normally have trouble making decisions.
(President A)
Decision making is an integral part of the job of a college
president.
last appeal.

The president is often considered to be the final word or
How are decisions made?

In what ways is this process

reflective of the person making the decision?
How decisions are made and the process utilized are reflective of
the management and leadership style of the decision makers.
are not value free.
the individual.

They are based on the vision and conviction of

During my interviews with the women,

inclusion kept entering into most topics.
things:

consulting,

using intuition,

Decisions

asking opinion,

the idea of

It was called a variety of

listening to input, being aware,

and keeping people informed.

In all levels of the

discussion the concept of decision making kept resurfacing.

This

section will elaborate on the idea of inclusion in the decision making
process.
President G talked about the importance of being receptive to
questions that are asked as to why a particular decision is made.

She

felt that it is important to disclose information regarding the
decision making process to others.

For President G it was

particularly important that the people in her institution know and
understand why things happen.

Most often people only hear about the

outcome of a decision, not the process that occurred to get there.
The individuals involved with the decision process are frequently
unknown because attention becomes focused on the actual decision, not
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the process.

By making the process and the individuals involved

public the decision making process can become more inclusionary.
How exclusionary or inclusionary the decision making process is
depends upon the style of the person in the leadership position.

The

sterotype of the leader making a decision in isolation is still
prevalent.
process.

President A presents a different perception of the
She assumes the responsibility for the decision but

approaches the decision process as one in which she can involve many
individuals leading up to the end point.
I have never felt there was a single decision where
I was isolated, totally isolated, there was no one
who could share it, no one who could advise me, no
one I could bounce ideas off with. (President A)
President A is taking into account the input of many individuals
along the way in making her decisions.

She had made an active choice

to involve others in the decision process.

One of the strengths that

this gives her is the variety of ideas and the opportunities that
emerge during the process.
President A also separates the last step of the process,
announced outcome,

from the decision making process.

the

As stated

earlier the announced outcome is frequently the only message shared
with the community and is connected to an individual.
is considered to be the decision maker.
that person.
mine"

This individual

President A sees herself as

"I realize the responsibility for making the decision is

(President A).

All of the women spoke of the responsibility of making decisions.
However,

the process that each one chose to get to the decision

involved the inclusion of many people.
President B talked about the importance of getting people involved
in the decision process who see and work directly with the problem
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area.

She sees this as a change from how decisions have been made in

many institutions:
I think that the more we can move to making
decisions and getting people who actually see the
problem and work with it and try to identify
solutions, I think the better off all institutions
are. (President B)
President B s earlier story surrounding the photocopy equipment
shows clearly that she has a management style that is strongly
committed to bringing about a climate of inclusion for all individuals
at her college.

The inclusion of many individuals in resolving the

problems brings about the same broad based commitment within the
organization toward that particular solution.
President C described her style regarding problem solving as one
that tries to get people genuinely invested in the process.
that she operates with consensus and,

like President B,

She feels

thinks that

the more people are invested in the decision making process,

the more

invested they will be in the announced outcome and the institution.
She felt particularly strongly about having this apply to the key
individuals of each unit.
in a decision or idea,

When they are truly invested and included

that decision or idea will have a better chance

of becoming part of the institution and therefore have a potential to
make an impact and last.
My style I think would be true consensus building
and trying to get the key players to have ownership
of the decision and to get _ as a
personality out of it so it becomes something that
is owned far more broadly. (President C)
President C spoke intensively about people assuming ownership for
a decision or an idea.

She stressed the importance of this being the

most successful way of implementing a decision or idea into the
institution.

She did feel that the consensus style of decision making

can be difficult at times.

The process can frequently be long and
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tedious and when this happened she felt it was her responsibility to
set boundaries and bring the group to a decision.
There are hazards in it [consensus], because there
are times when those folks can't make a decision
(President C)
President D agreed with this and felt that she could not always
have consensus.

When this occurred the president needs to assume a

strong leadership position and move the group in the direction that is
most appropriate.
My feeling is that any president who thinks that
you can be effective by being democratic in all
situations is not going to be effective.
It is not
going to work.
(President D)
AH °f the woman spoke about determining the point in time in
which they needed to move from being consultative and working with
consensus to a posture involving less interaction to have the decision
finalized.

It was important this occur in an appropriate time frame.

President D spoke about the "times when you have to make a decision on
your own without consensus"

(President D).

These situations can occur

and the president needs to know how to handle them properly.
President D stated:
(President D) .

"there are times when you have to take a stand"

However,

the need to move from consensus did not

change the style of involving many people in the early stages of the
decision process.
The use of a collaborative and consensus style of decision making
was not considered to be strictly a tool for management.

President B

felt that her style was reflective of her way of thinking and
approaching situations.
value the individual.

This included a set of ethics which strongly
Because of her personal views,

she is able to

solicit input from others in an honest fashion and then move on.
You have to be consultative and willing; not only
willing but valuing people's input and liking
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people.
I like people and I think you have to like
people to be genuinely comfortable with them.
So
it is not a phony thing that you are doing.
(President B)
Earlier President G talked about bringing a feminist perspective
to higher education.

For her,

the basis of the feminist perspective

in decision making is that it is acceptable to operate using
intuition,

that it is important to care about people and most

importantly it is important to make decisions within this caring and
intuitive framework.
That it is o.k to operate with intuition.
That is
is o.k. to care about people and to make decisions,
based on relationships as opposed to what Gilligan
calls this abstract concept of justice and there is
a right way to do it and do it this way because it
has always been done this way. (President G)
Bringing a feminist perspective to higher education enlarges the
options that are currently available.

A survey of male CEO's in

Fortune 500 companies stated that women in executive positions bring a
humanizing quality to the corporate world and improve business (Lenz &
Myerhoff,

1985).

Women bring the same humanizing quality to higher

education.
The next section expands to the groups and organizations that work
with the college.

In this section the idea of being able to care

about people and work with them in a cooperative way continues.

Boards

A lot happens because of good relationships with
the Board and people who work here. (President E)

All of the women talked about working with groups when they
described their typical day.
of varied sizes,

compositions,

Each had meetings that involved groups
and structures.
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The women expressed

that the ability to understand and work with groups is critical to the
success of the president.

The Board of Trustees represented a group

that is critical to the president.
The seven women all talked about having great relationships with
their Boards of Trustees.

Why is this so?

President C felt that her

relationship with the Board was excellent and part of this was due to
her approach.
I think women approach that role [the role with the
Trustees] perhaps differently than men. This is
something I have observed and I don't see them [the
Board of Trustees] as my adversary. (President C)
President C considered her relationship to be less adversarial
because she was a women.

I think it is of interest to point out that

President C expressed very emphatically that women in particular seem
to establish relationships with Boards and groups differently than men
due to their desire to work well with a variety of people.

The desire

translates into a need to develop the skill and ability to do so.

She

also stressed that women seem to be in a less adversarial position
with the Board of Trustees and look to work with them and not to run
them.

She felt that at times she had perplexed her Board and they

would wonder:
(President C) .

"Where is she taking us; what is she suggesting"
But she answered very confidentially that she did not

feel that she "had stepped on toes unnecessarily"

(President C) and

was able to share information in a nonthreatening method.
President D attributed part of her success establishing and
maintaining a good relationship with the Board to her understanding of
the philosophy that the Board of Trustees operated from.
I think a successful president better have a
thorough understanding of the philosophy and
policies that the trustees have set forth.
(President D)
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She felt that over the years she had been instrumental in shaping
the philosophy of her college.

She expressed very enthusiastically

that this would not have happened without the input and the backing of
the Board.

President D felt that the backing of the Board was the one

of the most crucial elements that enabled her to do her job.

She

strongly expressed her feeling regarding their support.
If they don't back me, if anything should ever
happen, then I might as well leave. (President D)
President D felt very strongly that she needed the backing of the
Board in order to effectively administer any policy brought forward.
They [the Board] should set policy,
execute it. (President D)

it is my job to

The need to have a good working relationship with the Board of
Trustees was shared by all seven women.
women obtained this was individual.

The method in which each

President E felt that she had

worked with her Board of Trustees effectively from when she first
arrived.

She is the only women of the sample in her second presidency

and she knew from past experience how important it is to establish a
strong rapport with the Board.

When she took her second presidency,

one part of her original charge by the Board of Trustees was to turn
them into a working Board.

The Board wanted to be educated on the

issues facing the college and have the ability to ask the appropriate
questions.

They thought this would be the best way they could make

sound decisions regarding the life of the college.

During her first

two years at the college she felt that she had been able to accomplish
this original charge.
Now they ask the right questions, make decisions
based on a full perspective and as we established a
rapport it had continued and has become an ongoing
relationship.
It has worked so well. (President E)
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In order to establish this, much preparation went into keeping the
Board informed and educated on issues affecting the college.

Strong

communication lines were established.
All of the women talked about the give and take or the reciprocity
that existed in their relationship with the Board.

They felt they had

work hard to maintain a good relationship and part of this consisted
in keeping the lines of communication open.

In addition it was

critical to provide informative materials in a timely manner to the
Board.
It is a priority to provide very detailed back up
material for the Board; written motions for action,
proposals for actions, very carefully detailed
president's reports, keeping them well informed,
and establishing very tight agendas so the issues
they vote on are properly Board issues, and not
simply administrative detail.
(President B)
President A reinforced the idea of reaching out effectively to the
Board and felt that this was one of the most important things she
could do.

It is essential to involve the Board in matters that are

within their realm and not expect them to participate in activities
that should be handled by the various administrative offices.
When President B arrived at her institution the Board of Trustees
was involved in a matter that should have been handled by the college
administration.

The Board had made the decision that the college

would adopt a policy to become a no smoking environment.
banned on the campus.

Smoking was

The ban put the place in an uproar;

the union

started to talk about grievances and students began circulating
petitions.
The situation was quickly brought to President B's attention to
resolve.

She immediately reviewed the smoking regulations at other

institutions and then started meeting with union officials to work out
an agreement to designate smoking areas on the campus.
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She then moved

quickly to work with the chairperson of the Board to determine what
position they should assume in order to avoid having to rescind their
previous motions.
The incident ended with President B writing a statement that
confirmed the commitment to a healthy environment and set a goal to
ultimately have a smoke-free environment.

The statement ended with

the President being directed as the chief administrator to take steps
to make this happen.

President B utilized all her negotiating skills

to have this situation end productively for all.
I think that is a good example of the sort of
negotiating skills that are required in this job.
The ability to try to, not the ability, the
necessity to find ways to reach, to reach a
position in which most people feel as positive as
possible about it.
And to try and do it in a way
that are less destructive to all parties.
(President B)
Both President A and President B spoke about how important it is
for the president to clearly establish what is appropriate for a Board
to handle and what should be handled by the administration or the
faculty.
The two women who had most recently become college presidents were
involved in the process of presenting documents to their Boards of
Trustees on their vision of where their institutions should be moving.
They felt that these documents and the presentation of them were
critical in working with the Board of Trustees to determine the
direction in which they were moving.

Both of the women expressed

similar ideas in the focus of their documents:
The theme of our document of priorities is
connections, both internally and between faculty
and students, between all aspects of the college
and then between the college and the community and
other educational institutions. (President B)
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The idea of being connected and making connections were important
to each of the women.

The connections were established and enhanced

in a variety of ways.

President D felt she had become intricately

connected over the years but did not do a lot to nurture her Board.
By nurturing the Board she referred to having dinners for them and
making appointments and seeing them individually in an ongoing
fashion.

What she did do was to provide a written report annually and

to meet with them regularly.

Although she did not do some of the more

traditional things associated with 'taking care'
Trustees,

of Boards of

she was connected and dedicated to working with them.

President D utilized the members of her staff and created an
interesting approach in keeping the Board of Trustees informed.
Various members of the faculty and staff were assigned to work with
members of the Board and to act as resources to the Board committees.
For example the academic committee of the Board of
Trustees has the Academic Dean as a resource person
and the Student Life Committee has the Dean of
Students. (President D)
The assignment of people who were experts in particular areas
provided the Board of Trustees an opportunity to become more
personally acquainted with staff and more connected with the college.
This also allowed the faculty and staff to interact with the Board on
issues that were directly related to them and helped delegate and
include others.
Establishing connections and relationships extended outside of the
college and into the community.

This last section will discuss the

idea of community.
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Community

I think that is part of
do have a commitment to
only higher education.
education is all about.

what I can do.
Because we
the entire community, not
That is what higher
(President G)

I always have to keep in mind that this institution
is a presence [in the community] and I have to be
part of that. (President C)
The role that each institution plays within its community is
varied.

How great the involvement will be depends upon the

perceptions of the president and the history of the institution.

The

discussion regarding community was initiated by all seven women
regardless of the type of institution.
There were no specific questions asked regarding the community,

it

did become a strong part of the conversations with several of the
presidents.

The comments above by President C and President G

demonstrate this.

Both of the women feel that they are strongly

linked into the community.
During the interview President D offered an example that shows
clearly the commitment she feels toward the community surrounding the
college.

Recent budget cuts in the local area have made it difficult

for police officers to obtain training beyond what is required.

The

local police department approached her to see if the college could
help fund some of the training the department wished to participate
in.

Although this type of request is not something that the college

normally entertains,

she spent over one hour with the officer

discussing the matter.

She also made a commitment to pursue possible

funding with the Board of Trustees.

More importantly she looked for

ways in which the time and expertise of her staff and faculty might be
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of help in providing training opportunities for the law enforcement
officials.
President D is interested in creating a strong partnership with
her community.

All of the women spoke about the need to develop a

network with the community.

The relationship was seen as essential to

both the success of their institutions and also enhancing the success
of the community.
I think that it is important to have a
representative of the college involved in the civic
organizations and the businesses. (President G)
Although the word reciprocity was not used by any of the women,
there appears to be a strong theme lending itself to reciprocity that
should exist between the community and the various institutions.

The

connections and the give and take the women expressed both in their
institutions and in their communities are strong examples of their
views on collaboration,

consensus,

and broad involvement.

I have a role to play in the community connection.
(President D)
The college is not an isolated island.

It is part of the larger

community with a responsibility to that community.

The reciprocity

that the women are seeking to establish between the world of college
and the world of the community

Summary

The topics presented in Chapter IV represent the common themes
that emerged from the seven interviews.

The chapter was designed to

have the reader understand and explore the the values and norms that
each of the women have integrated from her private sphere into the
public sphere of her work.
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The

'seamless of life'

is suggested throughout the chapter.

The

experiences of the women possess a quality that lends itself to a
series of connections between topics and issues.
The first section, The Self in the Workplace focuses on who the
women are.

In this section the common themes that emerged around the

idea of self included career aspirations; who the women were and their
initial thoughts about becoming a college president.
area presented was services to others.

The second topic

This is a strong theme in the

work concentrating on the private sphere of women.

The concept of

service to others proved to be a strong motivator in becoming a
college president.

The third topic was centered on being one of a few

in the occupation of the college president.

The theory and concepts

of being a token are discussed.
As each of the women began to describe themselves and the
presidency the ability to maintain a sense of humor and to work long
hours emerged.

The women spoke of the presidency as placing many

demands upon them and it was important to keep a sense of balance and
perspective about the job.

The last topic discussed in this section

were the plans for the future that each of the women had.
held notion of moving up into a school that was

The common

'bigger and better'

was not necessarily a part of this.
The connections that the women make throughout their interviews
pulled the section of the "Self in the Workplace" together.

Although

each area is presented separately there is a connection of value
inclusion that ties all the areas together.
The section section, The Work of the President concentrates on the
vision and leadership that is needed to be a successful president.
Each of the women 'walked'

me through a the typical day and from this

the area on management styles and decision making emerged.
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Collaboration and inclusion was a strong element within each of the
discussions.
One component of the president's work is dealing with Boards of
Trustees and the community.

Working with others in a collaborative

manner was part of each discussion.
The last and final chapter of this dissertation contains a
summary of the entire process, conclusions and implications.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND IMPLICATIONS
Introduction
As women have been moving in ever-increasing
numbers into jobs and professions formerly occupied
by men, the working environment in which most
people spend the major part of their lives has
begun to respond to feminine needs and values.
As
a result, we are seeing a shift into a more humane,
more people-centered workplace, a long overdue
development that comes in time to counteract a
growing discontent with the conditions of work that
has been spreading through the occupational
spectrum. (Lenz & Myerhoff, 1985)
The American Council on Education (1988) completed a study in
which 2,105 colleges responded to develop a profile of the college
president.
percent,

Ten percent of the presidents were women and of that 10

30 percent were members of religious orders.

The numbers of

women in the college presidency has increased over the last two
decades; however,

from 1984 to 1987 the total of women college

presidents increased only by ten.
Chapter II.,

Tinsley (1986) as discussed in

indicates that research on women in higher education

shows that women are clustered at the bottom of a pyramidal structure.
What has been the experience of this 10 percent of women who become
college presidents?
The purpose of this study is to record the experience and
perceptions of seven women in the position of college president.

It

has been my assumption throughout this study that women have a unique
way of being and bring this into the workplace (Kimball,

1981; Lenz &

Myerhoff,

1989).

1985;

Spender,

1985; French 1985; Stoltenberg,

This

way of being is reflective of the qualities developed in the private
sphere.

Women approach situations in a relational manner that is

attentive to context.
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This study discusses the work environment of seven women college
presidents.

It explores their days,

of their work and their world.
are on a more personal level.

their reflections and perceptions

The study also explores who the women
It is my assumption that there would be

a connection between all aspects of each of the women's lives.

This

ability to connect bridges the components of self and work creates a
seamless quality in the women's lives that flows throughout the
interviews.

Summary
The Design of the Study
The study consisted of seven parallel case studies of women in the
position of college president.

The sample was selective rather than

random and broad generalizations to all women college presidents
should not be construed from these data.

At the time of the study the

participants were from two-year and four-year, public and independent
institutions in New England.

Each of the participants had been in her

position for at least one year.

The sampling was constructed to

maximize the variation in case selection.
An interview guide was developed with the intent of eliciting a
self-narrative by the participants regarding their perceptions of the
college presidency.

The guide was fashioned after several discussions

and and a series of pilot interviews were conducted.

The core of the

guide was designed to direct conversations in the areas of:
personal expectations of the presidency;
in the job;

4) relationships;

2) aspirations;

1)

3) priorities

5) problem solving style; and 6) skills.

The intent of the interviews was to have conversations with the women
that would allow their perceptions of the presidency to emerge.
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Literature of the Study

Acknowledging that these seven women would be unique individuals
with specific stories and voices,

I felt confident that there would be

common areas that would emerge during the interviews.

I approached

the discussion of the data with the feminist assumption that women are
more likely to integrate the self with work and the work with self
than are males (Forisha & Goldman,
1988) .

1981; Aisenberg & Harrington,

The history and tradition of Western thinkers generally

subscribe to the theory that there are two spheres in which human
activity occurs.
analytical,
competitive.

The first is in the public area where activity is

rational,

achievement-oriented,

individualistic,

and

This sphere has become known as our work environment and

exists outside the home.

The second sphere is located in the private

area of home where activity is intuitive, nurturing, caring,
cooperative,

and group oriented.

Within this area women provide

definition to themselves and their activity.
Women are in the unique position of being marginal members of
society.

The norms and customs established by Western culture are

reflective of the experiences recorded and established by men.
have given little,
public sphere.

if any,

Women

definition to activity that occurs in the

Women are outsiders to mainstream culture.

The history and tradition of the public work area does not support
or encourage the ideas of cooperation, collaboration, and caring that
are cultivated by women.

This climate of the public world creates

situations in which women feel forced to make choices, consciously or
unconsciously, between a set of values they know best and set of
values they may need to adopt to succeed.
the self and the work?
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How do these choices impact

The world of higher education is not exempt from creating
outsider status.

In a sense,

they [women] are still 'outsiders'

in a

system where the route to the top is clear only to those who are
’insiders'"

(Ironsides,

1983, p.2).

Higher education has a strong

historical tradition of the "separate knower", with activity being
analytical,
others

separate,

(Tarule,

individual, and free from self, emotion, and

1990).

What happens to the accumulated experience

from the private world?
I found it important to remember the marginal status of the women
when listening for each of the women's voices in the interviews.

Did

their marginal status enhance or inhibit their relationships with
others?

Did it influence their leadership style?

Did membership in a

ginal group bring with it another or different perspective on the
power attached to the presidency?

The Interviews

When I began to review the data it became apparent that there were
recurring threads that began to weave the data into many distinct but
related pieces.

The lives of these women were not compressed easily

into discrete analytic compartments.

In contrast there was a seamless

nature to the many aspect of the work and self that were interwoven,
interdependent,

and mutually reinforcing.

The Self in the Workplace.
women included marriage,

family,

obtaining a college presidency.
context of their situation,

The early aspirations of the seven
a tenured faculty position and
The aspirations were related to age,

and hopes for the future.
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Five of the

women I interviewed stated they did not plan to become college
presidents, however when the opportunity presented itself, each
approached the interview with careful consideration of what a
presidency would mean.
Although five of women did not recall a conscious choice to
become a president,

all had prepared in a variety of ways.

Their

vitae indicated varied and diverse academic and administrative
experience.

President C spoke about a variety of positions and

institutions on her vitae as the "threads that create the pattern that
gets me there".

She felt that the ability to make a move to complete

a goal was an early lesson learned from her family.
also indicated a commitment to education.

The women’s vitae

I feel confident

speculating that each of the women made a choice to become a
professional in the truest sense to the field of education,

and that

this was a factor in obtaining their presidencies.
Two of the women actively looked for educational and personal
development opportunities that would lead them to a presidency.

The

decision to seek a presidency was formulated after several years in
higher education.

One of the women was mentored by a president of

another institution,

the other encouraged by colleagues.

President C spoke about the global accumulation of skills that
women need for the presidency.

She felt that the progression of job

experience and skill development for women is critical.

However,

the

progression was not always lateral but more often collateral.
What prompted these women to consider a presidency?

The idea

of service to others was a very strong motivator for the seven women.
Service to others included a sense of obligation in helping advance
women in higher education .

President C discussed her feelings of

obligation in assuming a position to promote the interest of women.
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I

felt a certain obligation to be willing to take on some of these
opportunities because they don't come to women very often, even now"
(President C).
The women spoke about their institutions with great pride.

There

was a passion and commitment to the traditions and values of education
as well as the institution.
these women.

The presidency was not an occupation for

The ability to make an impact,

the love and commitment

to the institution and the education process fueled the conviction and
passion to education.
During the interviews I spoke with each of the women about what
characteristic and qualities they believed were essential for someone
to be successful as a president.

All seven of the women articulated

that a sense of humor was critical.

Having a sense of humor was also

a topic that kept surfacing briefly in the literature (Ironsides,
1983;

Fisher,

1984; Hesburgh,

1988).

The women approached humor as an

essential skill needed for the position of the presidency.
Some of the same serendipitious wanderings that brought these
seven women into the presidency also allowed them to feel free about
letting a presidency go.

The idea of moving up into a bigger college

did not symbolize success for them.
The women in this study represent 10 percent of the college
presidents in the United States.
woman" in their institutions.

In many cases they were the "first

They did not feel that this had been

problematic in their presidencies.

However,

they are recognized the

institutional discrimination in higher education in a variety of
levels and looked for ways to change it.
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The Work of the President.

The work of the president has a

breadth that is inclusive of a wide range of individuals,
organizations,

and communities.

groups,

The position is unique and stands

apart from many other CEO positions because of its absence of a
bottom line'

and

its wide contingency.

The breadth of the

presidency can be seen in its work.
When vision and leadership were discussed,
was always moments behind it.
for her institution.

the word collaboration

Each of the seven women had a vision

Some of the women were in the process of

establishing a plan which would track, monitor and evaluate the
vision.

The vision for the institutions was not developed in

isolation by the president.

It was a collaborative effort of staff

and faculty with the president.
phenomenon for these women.

Collaborative work was not a new

President D speculated that part of the

reason for this was because of the collegial nature and governance
structures of faculty positions. The desire to work in a collaborate
method with others is woven into these women's personal values and
became part of the framework from which they manage,
others.

The presidency is therefore relational,

environment,

lead and inspire

in a context to its

a collaborative effort.

Collaboration is not in conflict with strong leadership.
these women,

For

collaboration signifies working effectively with others

to achieve an end.

Collaboration is what makes leadership happen and

leadership like a presidency does not happen in isolation.

When the

women discussed projects or activities they were working on it
consisted of descriptions of individuals working together to
accomplish a goal.
All of the women talked more generally about being receptive and
accessible to their staff and various constituencies.
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An important

aspect that stood out in the discussion was the way in which each
woman,

in her own particular style, concentrated on ways in which she

could promote the involvement of staff and faculty at many levels.
This created an institutional climate of inclusion where members of
the college felt they were able to actively participate and make a
difference and,

in turn,

this resulted in a climate where people not

only felt included but were included.
During the interviews part of the conversations revolved around
the management and problem solving style of each of the women.
the seven women there was not one definite style.

For

There was not a

singular approach to management but more a relational connection that
would ebb and flow depending on the people involved and the task.
Appearing somewhat akin to situational leadership there was an
additional element of connectedness that set it somewhat apart.

There

was importance in connecting with the individual at work and in
creating and maintaining a work environment that was positive and
healthy.

This was accomplished by careful attention to hiring the

appropriate people,

expecting and demanding input from staff, having

individuals take responsibility,

and keeping communication open and

honest.
The idea of being a part of a team was important in the management
setting.

This allowed the women to work in numerous settings with

essential personnel.
being the leader.

Being part of a team did not necessarily mean

Within the team the president was able to work in

collaboration and develop processes in which people could work
together to expand their own skills and formulate ideas.
composition of the team was critical to each work problem,

The
the

elements of success demanded that appropriate people need to be
involved.
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The work day of the women was long,

fast, and demanding.

The

descriptive accounts given by the women reflected three types of day :
1) days on campus with scheduled meeting;
activities took place on campus;

2) days when special

and 3) days spent traveling.

Although grouped into three types the activities,
type of day were varied.
activity was important.

the insides of each

The ability to move quickly from activity to
It was equally important to recall

conversations and situations from previous conversations and settings,
and put them in context with the situation of the day.
The college president has been portrayed in the literature as
making decisions in isolation.
this image.

The words:

The women in this study did not mirror

consulting,

intuition, keeping people informed,

listening to input, using
asking opinion,

were all mentioned in with decision making.

and consulting

The women commented that

the decision making process was one in which open communication is
important.

They felt that decisions and processes thorough which

decisions happen should be public.
two parts,

The women discussed decisions in

the first being the process and the second being the

decision outcome.

President A spoke at length that she had never

encountered a decision in which she felt there was no one with whom
she could discuss it.

However,

responsible for the decision.

she viewed herself as the person
The women had the courage to invite

others to participate in the decision making and the strength to
remain responsible.
The Boards of Trustees plays an important role in the success of a
college and the college president.

All seven women spoke about the

positive relationship they had with their respective Boards.
President D expressed that a successful president needed to have a
through understanding of the philosophy and policies of the Board of
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Trustees.

President C thought that she was able to work successfully

with the Board because she did not view then, as adversaries.
stated that women,

She

in particular, would be able to establish strong

working relationships with their Boards because they have a desire to
work well with a variety of people.
One President spoke about the importance of bringing a feminine
perspective to higher education.
need to take the ideas,
the

'private sphere'

education.

skills,

She spoke very clearly regarding the
and experiences developed by women in

and incorporate them into the

'public sphere'

of

She saw this a shift from the way things had always been

done.
She indicated that the inclusion of the values, priorities and
experiences of women and minorities was very different from becoming
separate from men in any sense.

The inclusion of these groups would

give the institution a new and varied perspective.

The issues and

concerns of minorities and women often become 'add on's'

to the

institution's agenda and are often seen as separate from issues and
concerns of men.

The inclusion of the ideas and concerns of women and

minorities would bring a new set of priorities to higher education.

Conclusions

Over the next generation, I predict society's
greatest opportunity will lie in tapping human
inclinations toward collaboration and compromise
rather than stirring our proclivities for
competition and rivalry (Derek Bok, president of
Harvard University as cited in Lenz & Myerhoff,
1985, p. 91)

The progress of women achieving upper level positions in higher
education can be viewed from the position of optimist or pessimist.
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The optimistic position would not focus on the low number of women
serving as presidents but would focus on how that number has doubled
to 10 percent in the past decade.

The pessimistic position would

calculate that at the current rate of increase 50 percent of all
colleges would have a women president by the year 2100 (Kaplan &
Tinsley,

1989).

Women are making progress however,

"the advances that

women and minorities have made in higher education in the past decade
have come slowly, painfully,

and grudgingly"

(Tinsley,

1986, p.

12)

The college presidency is no exception.
The woman college president is still an anomaly.

She is a

marginal member of an institution that was founded on a tradition and
history of exclusion of women.

She leads a double life,

shaped by a

double socialization.
As we enter into the new decade of the 1990's,

it is important to

explore and discover the experience of the woman college president.
Has the presence of women in the college presidency made a difference?
The college president today must possess skills not thought about
in earlier times.

In addition to possessing leadership ability that

will unite and move the institution,
sense of legal procedures,

the president must have a keen

good organizational skills, and a strong

knowledge of a variety of managerial functions.

In short the college

president must be able to communicate effectively and collaboratively
with a variety of people on a variety of issues.

Effective

communication and collaboration appeared throughout the seven
interviews.
In my conversations I met seven women who were willing to share
insight and perceptions of the college presidency.
had her own particular strength,

Each of the women

style and approach to the presidency.

However, within the style there existed an overarching concept of
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being relational in their Interactions In the workplace.

These seven

women had a way of looking at the world through a lenses of
connections.

Each of their presidencies was reflective of this.

The women were closely in touch with the vision of their
institutions.

Each expressed her vision of and for the college in

connection with the culture of the college.

The nature of the

institution was critical to determining the priorities of the
presidential roles.

Although there existed diversity among the

functions expressed as priorities, all were expressed as relational to
specific projects, people,

or tasks.

The power of their presidency was expansive and inclusive.

The

leadership style corroborated by the women's actions was collaborative
and inclusionary,

and the women looked for objectivity by including

and examining the perspectives of many people.
was not an adversary;

the staff,

The Board of Trustees

faculty and students were resources.

Their relationship to the staff and faculty was not governed solely by
rational procedures but more by situation.

There was a sense of

acculturation and cultural permission to be in touch with their
environment.
Their role as president granted them power.

Like their

predecessors in the colonial college these women were concerned with
all aspects of the institution.

They understood the breadth and the

magnitude of the institution and worked actively to involve others in
understanding and appreciating all that the college could be.
Involvement was extended outside the college to the community.
unlike their colleagues in colonial times,
in a connected,

they were able to do that

collaborative and inclusionary way.
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But

Implications

If the college presidency is to be understood in greater depth,
there is a vital need to examine the experiences of women and
minorities who become college presidents.
presidents are women,

Currently 10 percent of all

and 7 percent are minority.

Whereas, much

research has confirmed the conventional sterotype of the college
president as a white, married male,

in his fifties,

the recruitment

and selection has also tended to reflect that tradition.
Research that questions and gives new dimensions to the current
idea of who the college president is can have implications regarding
the recruitment and hiring of college presidents.

Additional research

needs to be undertaken to record the ideas and experiences of the
presidents from a variety of populations.
Written print can provide a way to understand the experiences of
women and minorities in the presidency.

It can also refute

streotypes and provide new role models for professionals dedicated to
higher education.
The exposure of this type of research can also have implications
for decision making processes within higher educational institutions.
The ideas of collaboration and inclusion as a decision making style
can be adopted by an individual wishing to do so.

The examination of

the skills developed in the "private sphere" if adopted could improve
the workplace of the "public sphere" and introduce a renewed sense of
humanism.
In closing,

the implications for additional research present so

many alternatives that I can only begin to speculate the studies that
could be produced.

Will the impact of women in the presidency make a

difference to colleges and universities?
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How does the concept of

feminism relate to and affect the functioning of the college
president?
These questions and the many others that can be generated need to
be taken seriously.

Feminist research needs to occur in all

disciplines and it is my belief that it can have a impact on not only
how we look at things but also on how we decided to live our lives.
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APPENDIX A
INTRODUCTION LETTER
Date
Name
Title
Institution
Street
Town, State,

Zip

Dear Title
I am a doctoral candidate in the School of Education at the
University of Massachusetts, Amherst, and am identifying college
presidents to participate in a research study exploring the
perceptions of power of women college presidents.
I would like to
invite you to participate in my research.
If you agree, I would
interview you on your campus for approximately one and one-half hours
and request a copy of your curriculum vitae.
Your participation will
be confidential and all discussion of and analysis of the interview
will be presented in a manner to ensure anonymity.
I would like to contact you to discuss this matter in greater
detail.
If you wish any additional information at this time, please
feel free to call me at (413) 545-2684 (office) or (413) 665-3578
(home).
Thank you for considering my request.

Sincerely,

Sharon L. Kipetz,
Doctoral Candidate
School of Education,
University of Massachusetts,
Amherst
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Appendix B
DATA BASE
Catergories/Topics
Institution
Street
State
Zip
Phone
Last
First
Age
Race
Highest Degree
Martial Status
Children
Age
Years at current Insititution
Years in current position
Salary
Qualified for Study Y/N
Introduction Letter 00/00/00
Initial Contact Y/N
Initial Contact Letter 00/00/00
Interview 00/00/00
Confirmation letter 00/00/00
Thank you 00/00/00
sort
misc
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Appendix C
INITIAL CONTACT LETTER

Date
Name
Title
Institution
Street
Town, State,

Zip

Dear Title,
I would like to thank you for your interest and willingness to
participate in my research.
I realize that you have a busy schedule
and nope that our time spent together will be as helpful and
educational to you as I envision it will be for me.
As I indicated previously, my research centers on power and the
woman college president.
The American Council of Education recently
completed a survey of college presidents and indicated that in the
between the period of 1984 and 1987, the total of women college
presidents had increased by only 10, bringing the total to 296.
I
think that this study will helpful not only to women who are currently
in the position of president but also those who aspire to the position
of president.
I consider your participation extremely valuable to my
s tudy.
I am enclosing a consent form for your examination.
If you have
any questions or concerns please feel free to contact me immediately.
The interview and tapes will be kept confidential and all discussion
of and analysis of the interview will be presented in a manner to
ensure anonymity.
I am looking forward with anticipation to our interview and I am
extremely interested in hearing your thoughts and reflections on
power.
I will be arranging for an interview time through your office
in the immediate future.
Once again,

thank you for your participation.
Sincerely,
Sharon L. Kipetz,
Doctoral Candidate
School of Education,
University of Massachusetts,
Amherst
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Appendix D
CONFIRMATION LETTER
Date

Name
Title
Institution
Street
Town, State,

Zip

Dear Title,
This is to confirm our appointment on (Insert: Date, Time, Place).
I am looking forward to our interview.
The focus of our discussion
will be your views on power.
The interview will take approximately
one hour and at that time I will bring a consent form for
participating.
If there is any problem with the time, please do not hesitate to
contact me at 413-665-3578.
Once again,

thank you for your participation.

Sincerely,

Sharon L. Kipetz,
Doctoral Candidate
School of Education,
University of Massachusetts,
Amherst
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Appendix D
CONFIRMATION LETTER
Date

Name
Title
Institution
Street
Town, State,

Zip

Dear Title,
This is to confirm our appointment on (Insert: Date, Time, Place).
I am looking forward to our interview.
The focus of our discussion
will be your views on power.
The interview will take approximately
one hour and at that time I will bring a consent form for
participating.
If there is any problem with the time, please do not hesitate to
contact me at 413-665-3578.
Once again,

thank you for your participation.

Sincerely,

Sharon L. Kipetz,
Doctoral Candidate
School of Education,
University of Massachusetts,
Amherst
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Appendix E
LETTER OF THANKS
Date

Name
Title
Institution
Street
Town, State,

Zip

Dear Title,
I would like to express my appreciation and thanks for your recent
participation in my research study.
Your interview was extremely
valuable and I appreciate you taking the time from your schedule to
meet with me.
I will forward the (insert what the person asked for)
a. copy of transcript
b. copy of bibliography
c. copy of conclusion/analysis
as soon as possible.
I truly enjoyed our time together and appreciate
you sharing your time and expertise with me.
I hope the remainder of
your academic year is productive and successful.

Sincerely,

Sharon L. Kipetz,
Doctoral Candidate
School of Education,
University of Massachusetts,
Amherst
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Appendix F
INTERVIEW GUIDE

1.

I'd like to start off by finding out some background information
on your current position.
Could you describe the selection
process involved in becoming the president of
(institution)
a.
b.
b.
c.

2.

How long
What type of process nomination or selection
Current structures (admin.)
Relationship between Trustees and the

What is your personal notion of the college?
the formal and informal networks?

What is its culture,

What is most important to you about the college?
3.

Can you walk me thru or describe a typical day?.

4.

What are your priorities in your job?

5.

What achievement or accomplishment have you been most proud of
during your tenure as a college president?

7.

What achievement or accomplishment have you considered to be your
worst disaster since you have been in this position?

8.

Of all the initatives you have begun, which was the most
significant in terms of your acceptance here?
a.
Would you describe why
(what is named)
you see this
change or initative as the most significant?
1.
Who was involed?
2.
What were the issues?
3.
What were the various perspectives?
Yours? Faculty? Staff?
b.

What is your problem solving style?

9.

What is it like being a woman college president?
Do you perceive
this to be different experience than that of the male college
president?

10.

Did you make a conscious choice to become a college president?
Is
so, what was the process and how did it happen?
If not, how did
you come into this position?

11. What are your career plans for the future?
from this position?

Where are you going

12. What characteristics would you look for in your replacement?
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Appendix G
CONSENT FORM
SEVEN WOMEN COLLEGE PRESIDENTS:
ASPECTS OF SELF AND WORK

I» ___, understand
that I am participating in a study of the perceptions of power of
women college presidents.
I understand and agree that this interview
will be tape recorded.
The interview and the tape recording will be
confidential and contributions I make toward this research will be
presented in a manner that will afford me anonymity.
No person other than the researcher will have access to this tape
recording and the tapes will be destroyed within two years of this
date.

Signature:
Date:
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